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The major aim of the Black School-leaver and Teacher Education 
Project was to provide a research basis for the development and 
evaluation of a programme to facilitate black progress in 
clerical and administrative employment in urban industrial work 
settings. Research conducted covered the period from July 1982 
until December 1984. During this period two Work Orientation 
and Language Programmes were run in conjunction with the Career 
Information Centre.* The programme, which is by now well 
established and which has benefited greatly from the invaluable 
input of trainers at the Career Information Centre, will in 
future continue to be offered by this Centre.
The nature of the research was by definition process orientated. 
Many insights were gained during the running of the programmes as 
well as through the number of research undertakings. It is an 
unusually daunting task to write up a succinct research report on 
data of all kinds derived not only from the day-to-day practical 
experiences of the participants involved, but also from the 
empirical enquiries undertaken by the researchers.
For those who have automatic faith in empirical research, it is 
perhaps important to point out that the explicit aim of the 
research was to reconstruct an authentic picture of the differing 
perceptions of the experiences of new black recruits in Industry. 
A further aim was to explore possible reasons for certain 
behaviour patterns of young blacks in industry.
The Career Information Centre is a non-profit -organisation 
which aims to develop the potential of young people and 
increase their ability to find employment. Trainers at the 
Centre have become increasingly involved in a variety of 
training programmes, workshops and seminars aimed at school- 
leavers, school pupils and teachers.
(ii)
Cold assessments of the accuracy of research results, or of the 
perceived utility of the training, were not regarded as 
important, or for that matter, feasible. Our conclusions are 
therefore often based on cautious, indirect interpretations.
This report attempts to provide a synthesis of the various 
research undertakings which formed the basis of the Work 
Orientation and Language Programme. In each successive research 
undertaking, the insights shifted as results were implemented and 
tested. Interpretations of research data therefore were based 
on cumulative research and training experiences and not on static 
frameworks. Various reports were also written during the course 
of the project and sections will be partially duplicated here.
The biggest challenge for the researchers on this project was to 
facilitate a process of active participation on the part of the 
'researched' (i.e. black school-leavers) in establishing their 
needs, and in the design of an adult education bridging 
programme. The advantage of a research approach based on the 
two-way flow of communication between researcher and those from 
whom information is required, is that the process remains 
dynamic. Interpretations of information gathered can 
continuously be checked for accuracy. Also, the very process of 
research results in a greater awareness on the part of the 
participants (and a more lucid understanding on the part of the 
researchers) of the issues under investigation.
There are also disadvantages, however. The biggest disadvantage 
is perhaps that 'hard' empirical data are sacrificed. 
Interpretations and conclusions derived from information gathered 
during investigations, are situation-specific and context-bound, 
In the analysis of the information gathered, however, we have 
attempted to transcend the particular in order to point to major 
tendencies in the experiences of black school-leavers and new 
black recruits in industry.
(iii)
After two and a half years of constant involvement in research 
and training we have a reasonable sense of confidence that we 
have arrived at an accurate assessment of the priority needs of 
black school-leavers. Although we accept responsibility for the 
present report, a number of people were involved at various 
stages in the research project and in the training programmé. 
Without them the extent of the research undertakings and the 
depth of training would not have been possible. Briefly, 
sincere thanks to Sylvia Magojo (co-researcher and trainer on the 
project); the Staff and trainers at the Career Information 
Centre; Megan Seneque; Elda Morran; the steering committee, in 
particular Professor Keith Chick; and Professor Theodor Hanf 
from the Arnold Bergstraesser Institute in Freiburg, West 
Germany, who was consultant on the project.
Finally, we appreciate the financial support given by the Konrad 
Adenauer Foundation in West Germany. Their representative, Gerd 
Bossen, deserves a special word of appreciation for offering 
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1It is a frequent observation in commerce and industry that black 
school-leavers are, on average, unable to compete effectively 
with their white, coloured and Indian counterparts in the 
employment market. The most obvious result is that blacks 
who have completed their high school education end up either 
unemployed or underemployed.
It is fully recognised that the reasons for their inability to 
compete successfully are largely due to certain historical and 
structural forces in South Africa. However, in order to mount 
programmes of support for black school-leavers, more specific 
problems impeding black success in employment required systematic 
research and observation. To this end the research reported on 
here was launched.
In this section an overview is given of black school-leavers 
in the context of future employment, with reference to the 
present state of black advancement in commerce and industry. 
In subsequent sections descriptive and interpretative analyses 
are given of the reseach undertaken with regard to:
1) employers' perceptions of black school-leaver needs;
2) the views of new black employees;
3) the language and interactional needs of blacks; and
4) the role of black teachers in preparing school-leavers 
for adult life.
This is followed by a summary of black school-leaver training 
needs. The report is concluded with a discussion of components 
of the Work Orientations and Language Programme which formed a 
substantial part of this project.
21.0 AN OVERVIEW OF BLACK SCHOOL-LEAVERS AND THE SOUTH AFRICAN 
EMPLOYMENT CONTEXT
The average black school-leaver in the South African context
enters the industrial work environment with high career 2 )
aspirations and invariably with unrealistic perceptions of
self and the work environment. The reasons for this are 
socio-political, educational and psychological. Black school- 
leavers with Senior Certificates are in the vast majority of 
cases far better educated than their parents. They therefore 
naturally have employment aspirations outside the ranks of the 
unskilled labour force which their parents fill. More often 
than not, however, these aspirations remain unrealised.
Historical and Structural Forces
The fact that blacks speak English, the dominant language of the 
urban industrial environment, as a second language, puts them at 
an immediate disadvantage. Although English is the medium of 
instruction in black schools, black teachers themselves are 
largely functionally incompetent in the medium in which they have 
to teach. The consequences are obvious. Black school-leavers 
enter the work environment with rudimentary language skills which 
almost negate the possibility of competing for appropriate or 
desired employment.
The root cause of the problem of language fluency as well as the 
problems of high aspirations and unrealistic perceptions of self 
and the work environment is State legislation, which keeps the 
different ethnic groups in separate living areas. A black 
school-leaver who is born in a segregated black residential area 
and who is taught by poorly-qualified schoolteachers with little 
or no exposure to anything other than the black social world, 
learns as a second language a form of English and a set of 
response norms which are appropriate in what is in effect a 
highly insular social system.
3There are three potentially powerful resources for competing on 
equal terms with other school-leavers for viable employment. 
The first is basic skills which are learned at schools, and the 
second, competence in the dominant language, which is also partly 
acquired through a sound school education. A third and less 
tangible component in the process is a broad understanding of the 
work environment, which in more privileged groups is acquired 
indirectly through the home environment and through social 
contacts with people exposed to the work environment.
Black school-leavers are at a distinct disadvantage when 
operating in a work environment controlled by the values of the 
politically and economically dominant white group. They have 
had no opportunity to learn or absorb the symbols, skills and 
understanding required for successful adaptation in these white- 
controlled economic institutions. The task of the new black job 
entrant in crossing into another sub-culture is therefore not 
primarily a problem of "traditional" versus "modern" culture. 
The problem is the mutual alienation of two sub-cultures which is 
perpetuated by. a high degree of formal and informal social 
segregation in South African society. Blacks entering white- 
controlled institutions enter as foreigners, but with two major 
exceptions. Unlike middle-class immigrants, they have had no 
ongoing contact with the kind of people who run and control first 
world institutions. They are also not accorded the social 
concessions made to foreigners, because they are regarded as 
South Africans, albeit with inferior status.
Furthermore, in addition to the lack of competence in the
dominant language and an inadequate working knowledge of the
workplace, the average black school-leaver lacks basic skills
because of inferior education. The problems inherent in black
education have received increasing attention since the upsurge of
school riots in 1976 and with the ongoing school unrest in the 
. 7)
1980's. The purpose of this project was not to analyse or
describe the state of black education, but to point to the major 
consequences of an education system which is designed to be
appropriate to social, economic and political separation of 8)
blacks and whites
Specifically, the prevailing authoritarian teaching mode which 
permeates the black education system promotes a habit of passive 
rote learning in pupils which negatively affects their approach 
and attitude to a highly competitive and discriminatory work 
environment. Secondly, because black education is
segregated from other education systems, pupils and teachers 
alike have no comparative yardstick against which to measure 
their performance. Teachers enjoy a relatively high status in 
local communities, and pupils have excelled far beyond the 
educational achievements of their parents. It is therefore to 
be expected that pupils may have unrealistic expectations and 
inappropriate strategies for competing in the workplace, which 
will affect their performance at work.
Black Advancement
In commerce and industry there has been an increasing focus on
the problems blacks experience in competing for more elevated
positions in the workforce. This has resulted in the
establishment of black advancement and affirmative action
programmes in many organisations over the past decade. The most
cogent reason given for black advancement is the skills shortage
faced by South Africa. It is argued that in order to maintain a
reasonable economic growth rate, more and more skilled workers9)will have to be drawn from the black workforce. Furthermore,
external pressures from parent organisations in the U.S.A. and
Europe have forced multi-national corporations to restructure
10 )
their employment and advancement policies. Internal trade
union movements have also exerted their pressure on organisations
to improve conditions of service and establish equality in the 11 ) »  
workplace. As a result, black advancement has become a
central objective of manpower planning and human resource
development programmes in many organisations.
5
There are three basic areas of focus in black advancement 
programmes:
1) the advancement of blacks to management-level positions;
2) the recruitment to and advancement of blacks in the technical 
field; and
3) to junior white collar positions.
Until recently the focus has been on the achievement and progress 
of blacks who fill management-level positions. This was to be 
expected. Black role models were needed in visible senior 
positions, not only to pave the way for other blacks in the lower 
echelons of the employment hierarchy, but also to break down
negative stereotypes whites might have of the competence and
ability of blacks..
However, a recent report on the activities of United States 
firms in South Africa who are signatories to the Sullivan 
principles reveals once again that black advancement in South 
African industry is not prospering as it should. Black
managers are almost solely in specialised positions which require 
an ethnic identity such as roles in personnel, labour relations 
or sales divisions serving the black market. Such "black”
advancement as does occur in the more central functions like
finance, production and administration is almost always limited 
to Indians and coloureds.
The expectation that blacks will not prove capable of advancing 
has not been contradicted and perceptions of black capabilities 
are much what they were ten years ago or more. The fact that a 
few blacks occupy very noticeable and identifiable key positions 
has not changed or challenged fundamental stereotypes. The 
number of blacks in managerial positions that do not depend on 
blackness is still remarkably low.
The technical fiéld seems to be the only area in which the 
employment pattern has changed with regard to blacks, and the 
most obvious reason for this is a real economic need for more 
technically-skilled manpower. A less obvious and perhaps
6equally important reason for successful black advancement in this 
field is that Job requirements and technical skills needed for 
successful task performance can be unambiguously specified and 
assessed. For management-level and clerical and administrative 
positions this is more difficult.
At management level the socio-political needs for symbols of 
black advancement are ensuring that at least a few token 
appointments will continue to be made. These incumbents, 
however, suffer the additional disadvantage that they are more 
noticeable, more vulnerable and less experienced than they would 
be if they could be drawn from and related to a base of growing 
numbers of successful blacks in clerical and lower level 
administrative positions. The crucial need, therefore, seems 
to be for programmes to assist the process of successful black 
clerical and administrative employment, both in its own right and 
to underpin advancement to higher levels. This type of 
employment is traditionally open to non-university-trained 
school-leavers. Therefore black matriculants seem to be the 
most profitable target group for supportive programmes.
72.0 PERCEPTIONS OF MANAGEMENT AND SUPERVISORY STAFF: PROBLEMS
NEW BLACK EMPLOYEES EXPERIENCE
Two investigations were undertaken with employers and supervisory 
staff. The first involved in-depth interviews with both black 
and white personnel officers and managers, and with immediate 
supervisors of new employees. The aim was to investigate 
perceptions of those who can be regarded as 'gatekeepers’ to the 
employment and the progress of employees in the workplace. The 
second study aimed at a more objective and detailed investigation 
of supervisor evaluations of specific skills required for 
successful adaptation to and progress in the workplace. Both 
are reported on in this section.
82.1 IN-DEPTH INTERVIEWS WITH EMPLOYERS AND SUPERVISORY STAFF
In an effort to tap the experience of organisations in commerce 
and industry with regard to black school-leavers entering the job 
market, interviews were conducted with both black and white 
recruiting officers and personnel managers (Ns30). The major 
aim of these exploratory interviews was to understand what the 
perceptions are of the barriers and problems black school-leavers 
experience in securing and keeping a job.
A second set of interviews was conducted with supervisors (N=10) 
of black trainees. Here the focus of discussion was narrowed to 
include three basic themes, namely:
typical conflict situations between black trainees and 
white supervisors in the work situation;
- skills and abilities (or otherwise) which black trainees 
bring to the work situation;
- black advancement and the role of supervisors.
The aim was to gain clearer insights into problem areas existing 
at the black-white interface in industry from those directly 
involved in, and to some extent in control of, the work 
situation. The interviews were all taped, transcribed and then 
content-analysed.
Below follows a shortened profile of management and supervisory 
perceptions of the problems new black recruits experience, and 
the implications and explanations of these problem areas offered 
by the sample group. Although the sample group comprised both 
black and white, distinctions will only be drawn where opinions 
were different.
9Our research revealed that employers' reticence to employ black 
school-leavers is based on the opinion that:
1) Blacks lack a trainable base on which to build further 
training due to their poor and inappropriate educational 
background. Although a lack of techical and commercial 
sophistication is to be expected of any school-leaver, 
blacks are seen as underprepared and lacking in certain 
basic ('hard') skills which are prerequisites for job 
performance and in-service training.
2) Black culture still carries a traditional orientation 
which is i,ll-suited to a western, industrial work 
setting. The 'cultural gap' between black and white 
furthermore serves as a major constraint on effective 
interaction.
The effects of these skill and attitude deficits, as perceived by 
employers, are elaborated on below:
2.1.1 Poor language skills
Effective communication skills in English, the dominant language 
in commerce and industry, are seen as essential for successful 
contact and progress in the workplace. The inability to 
communicate comfortably in the work setting provides a barrier to 
the expression of a person's views and ideas, which in turn 
undermines self-confidence. The consequences of poor language 
skills, especially in situations which are potentially stressful, 
and where assertiveness may be required, are far-reaching.
For example, the sample of supervisors interviewed felt that 
blacks react to whites in the work situation from a position of 
perceived inferior status. The following were given as examples 
of how blacks interact with whites:
10
they take harsh or abrupt language personally; 
they find it difficult to give instructions to whites; 
they behave towards whites in a deferential way 
(i.e. "like children");
they do not relate on a person-to-person level to 
whites;
they lack a sense of humour; 
they do not mix socially
they do not question superiors. It often becomes 
clear that black employees do not understand 
instructions, yet they hardly ever query instructions 
or give feedback in the communication process; 
they struggle to communicate in stressful situations; 
and
their speech is often difficult to understand. They 
speak too slowly and pronounce words wrongly.
Perceptions of ineffectual communication skills therefore
include much more than 'correct' or fluent language use. 13)Hofmeyr in his investigation into problems of black
advancement supports thi3 notion, and suggests that far more 
important than language fluency or grammatical correctness is 
functional appropriateness.
In general, perceptions of supervisors and employers were that 
new black employees have minimal control over a range of language 
functions which will enable them to act flexibly and to 
communicate effectively in a variety of formal and informal 
situations. The general experience seems to be one of whites 
finding communicating with blacks uncomfortable. They feel that 
blacks do not respond appropriately and do not initiate 
conversation. The responsibility of keeping the lines of 
communication open rests with whites. For example, the most 
common complaint directed at new black recruits is their lack of 
inquisitiveness (i.e. not asking questions). Reasons given for 
blacks' inappropriate language behaviour range from the belief 
(on the part of whites) that the cultural gap between black and
11
white is such that there is little common ground for discussion,
to blacks' lack of confidence and poor knowledge of what is 1*1)
expected in the workplace.
2.1.2 Lack of achievement-orientation
In general terms, employers and supervisors feel that new black 
recruits seem to have an inadequate notion of performance 
expectations with regard to work-related skills as well as social 
behaviour in the work situation. Common stereotypes are that 
blacks are poorly motivated, lack achievement orientation and 
have a fatalistic attitude towards their jobs. Qualities and 
skills such as problem-solving, decisiveness, independence and 
risk-taking are also seen to be lacking in black employee 
behaviour.
More specifically I the lack of achievement-orientation is
perceived to be manifest in the following ways:
Blacks tend to
- take things at face value;
- be slow to adapt to new tasks;
- not show initiative in completing assignments;
- not report errors or problems, and to 'back off' when 
problems arise; and 15)
- need constant supervision.
Reasons given by whites for blacks' lack of achievement- 
orientation are that the socialization patterns in black culture 
de-emphasize achievement needs relative to group or communal 
motives.
The black, respondents felt that new black employees feel poorly 
accepted by their fellow (white) workers and thus tend to 
associate only with blacks. Affiliation with those who can be 
trusted is a safer option than competing with those who are 
perceived to be unaccepting and objectively more powerful.
12
2.1.3 Little understanding of the western industrial work ethic
The general feeling of employers and supervisors was that the 
work environment is alien to black school-leavers who have had 
little or no prior experience of or exposure to western 
industrial work discipline. In essence, the picture that emerged 
was that new black employees tend to avoid responsibility, to be 
unreliable, to fail to demonstrate any sense of urgency in task 
performance and to lack achievement motivation. Ways in which 
these are manifest seem to be:
- not getting to work on time;
- abusing sick leave;
- letting domestic problems interfere with work;
- being superstitious;
- managing time poorly.
Although black respondents agreed with the problems mentioned
above, they emphasised the fact that new black employees feel
alienated from the work environment, a feeling which is
exacerbated by a lack of social and Job-related skills. It is,
therefore, according to them, not an inability to oope with a
new culture, but more a problem of operating on uncertain16 )
terrain where new black employees feel vulnerable, poorly 
accepted and unable to assert themselves in ways they see fit.
2.1.t Poorly-informed aspirations and expectations
Another common complaint directed at black school-leavers is 
their unrealistic expectations of the workplace. It is generally 
maintained that they are unwilling to start at the bottom, and
that they frequently behave as if 'they have arrived'. They
■ *
apparently do not realise that their learning has just begun, 
which often leads to frustration and demotivation.
13
Black respondents, however, also stressed that the problem does 
not lie with new black recruits alone. The lack of clearly 
defined employer expectations leaves new employees uncertain as 
to what is required. Furthermore, because the most frequent form 
of training at junior clerical and administrative level is 
supervised job instruction, the onus is on supervisors to provide 
the necessary guidance. They, however, are too often unable to 
assist new black recruits in their particular adaptation 
problems. New employees thus often find themselves in a sink or 
swim situation which undermines self-confidence and reduces risk­
taking.
Furthermore, both black and white respondents felt that new black 
employees seem to have a fatalistic attitude towards their jobs, 
and they do not seem to feel that they have any control over 
either their progress or their failure.
2.1.5 Some further trends in the results
Although the above problems were consistently referred to, it is 
worth mentioning a few notable differences in the perceptions of 
black and white supervisors and employers interviewed:
The problem of culture
Whites interviewed unanimously felt that the cultural background 
of blacks puts them at a tremendous disadvantage in a work 
environment that is essentially western industrial and modern. 
Blacks never mentioned the problem of culture as an inhibiting 
factor. When this possibility was pointed out to them, the 
general reaction was that whites are not ready to accept blacks 
as equals in the work situation and therefore use cultural 
differences to perpetuate the notion of blacks as underprepared 
for industry and commerce.
11)
Discrimination
White respondents felt that blacks too often blame discrimination 
for their inability to cope. The black respondents on the other 
hand felt that discrimination in the workplace is real and that 
it makes 'fitting in' very difficult.
17)Black advancement
White supervisors recognised the need for black advancement and 
for programmes directed to that end but saw it in very narrow 
terms. They emphasised that the aims of black advancement 
programmes should be to "bring the black trainee in line" with 
western work ethics. They furthermore appreciated the need to 
bridge the gap between schooling received in the black education 
system and the demands of the workplace, but tended to place the 
responsibility for this on educational authorities rather than 
industry. Briefly, the general feeling was that blacks will only 
become an integral part of the industrial work environment once 
what they (whites) see as deficits in skills, knowledge and 
attitudes are corrected and blacks can adapt to 'white ways' of 
operating in the work environment. In order to achieve this, the 
feeling was that great effort has to be put into training new 
black employees to become effective.
Blacks saw the problem more broadly. They felt that whites are
seen as belonging within the structure of an organisation whereas
blacks are historically not seen as part and parcel of the
organisation, except for constituting the unskilled labour force.
A black has to be exceptional in order to be recognised and
accepted. Their feeling was that relationships in South Africa
are obsessively based on colour. The first thing a black is18)
faced with is the handicap of being black.
15
2.1.6 Researcher assessment of the perceptions of employers and ~ 
supervisors
A statement once made about the image employers have of the black 
newcomer to Industry Is pertinent in summing up prevailing 
perceptions:
"Their major problem is that they are not readily
employable ... they do not know how to conduct
interviews, their expectations are screwed up,
they can hardly make themselves understood in the
language of business ... and most of all they have
totally wrong attitudes and expectations towards
19)business ..."
What this rather gloomy picture seems to suggest is that some 
form of behaviour and attitude change or adaptation is required 
if the black school-leaver is to be accepted in the world of 
white-dominated work. For example, on average, black school- 
leavers are expected to:
- improve their basic language and communication skills;
- be more achievement orientated and take control of and 
responsibility for their own success ór failure;
- minimise affiliation needs;
- adjust their aspirations and expectations to fit 
the reality of the workplace;
- learn the 'rules' of the industrial work ethic.
While employer and supervisor perceptions of the problems new 
black employees experience must be taken as valid, the following 
issues need to be considered when interpreting supervisor and 
employer perceptions of these problems:
16
As regards the lack of language competence:
White employers and supervisors show a surprising degree of 
understanding of the language difficulties experienced by new 
black employees, but entrenched roles of whites as superior and 
blacks as subordinate are a major obstacle to language 
improvement. It was hypothesized at an early stage in the 
project that on average, black school-leavers will lack the 
confidence to take risks (an essential strategy in language 
learning) in communicating with others in the workplace. This 
lack of risk-taking in the communication process may be manifest 
in the following ways:
New employees will not
- ask questions or query instructions;
- say when they do not understand something or run into 
difficulties with a specific task;
- initiate social or work-related discussion.
The result is obvious. New employees will remain passive 
participants in the communication process in the work
environment. The problem of passivity will be compounded by the 
objective structure of the work situation (superior-subordinate 
authority relationship), and by the broader socio-political 
structure where white and black are in an unequal power 
relationship to each other. The biggest barrier to improved 
communication between blacks and whites (and, as a consequence, 
improved language skills of blacks) is thus perceptions of 
appropriate responses in situations which are invariably clouded 
by entrenched 'white' and 'black' role behaviour.
If language is seen as the major means of ordering and dealing 
with the environment, it can be assumed that the lack of language 
fluency in the dominant language will serve as a major inhibiting 
factor in an individual's development in the work process. 
Intervention will therefore have to address the role of language, 
both as an object and as a vehicle. As an object, language is
important because it is self-evident that communication skills
17
will greatly enhance the individual's ability to adjust to and 
develop in the work environment. As a vehicle, language skills 
are important as a means of overcoming barriers that are not 
created by language difficulties per se.
As regards the lack of achievement orientation:
While a lack of achievement orientation possibly hinders 
progress in the workplace, it is evident from preliminary data 
reported on above that black employees will not develop such an 
orientation unless they have a sense of individual control over 
their immediate environment. Without this control, to whatever 
degree, it is probable that new black employees will remain 
fatalistic, poorly motivated and inclined to strengthen 
affiliation ties.
20  )
Research data elsewhere , furthermore suggests that given the 
right conditions of participation within a responsive
organisation, many blacks will show patterns of achievement 
orientation similar to their white colleagues.
As regards the lack of an understanding of the western Industrial 
work ethic:
Reasons given for the new black employee's lack of knowledge of 
western industrial work principles seem to be closely bound up 
with what whites perceive as a cultural gulf between black 
township life and the world of white-dominated work in urban
centres. While cultural differences undoubtedly exist and exert2 1 )
an influence on job performance and behaviour at work, it was 
decided early on in this project that to regard cultural 
differences as a major cause of adaptation problems is a loose 
generalisation which obscures more relevant alternative- factors. 
For example, the problem of distinguishing between the effects of 
culture and such variables as education, access to power
structures, and a number of related socio-economic factors has
2 2 )
been pointed out elsewhere.
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At this stage it is perhaps necessary to clarify the position
taken in this project with regard to the importance and meaning
of culture. Firstly, consideration of culture cannot be avoided
in a context where the direct concern is with the problem of
people working together but belonging to distinctly different
groups. Secondly, when the term culture or sub-culture is used
in this report, it is referring to the consequence of social
separation and of black residential and social ghettos in which
attitudes and orientations have evolved on the margin of white
urban society. The dynamism of culture is furthermore
23)recognised and we agree with Vilakazi that "while we should 
not repudiate African cultures and traditions, we certainly do 
not need to make sacred cows of them". Moreover, we support his 
view that "cultures are universal products of man and that any 
one culture can enrich itself and enhance its potential for 
growth if it borrows freely from others and shuns the way of 
cultural purity."
As regards the problems of poorly-informed aspirations and 
expectations:
Although the causes of unrealistic aspirations within and
unrealistic expectations of the workplace are understandable, a 
closer analysis of how this may affect attitudes towards work, 
and behaviour in the workplace, must consider certain 
contradictions.
On the one hand school-leavers have to work because of economic 
necessity. Their participation in the work process may
therefore be a non-reflective process of ’being there' 
expectations and aspirations will be in the background. On the 
other hand it is to be expected that black school-leavers Cfill 
have expectations and aspirations of an improved quality of life, 
which necessitates achievement and progress at work.
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With the constraints of inferior and inappropriate social and 
work-related skills, and a concomitantly low level of self- 
confidence and self-worth, immediate expectations of the 
workplace are likely to become negative. This will result in 
blacks' withdrawal from competition, and their alienation from 
the day to day work process. Black employees will therefore 
appear fatalistic and passive. However, long-term aspirations 
may remain high and perhaps unrealistic and may even become more 
prominent in the minds of new black employees who are struggling 
to adapt, to be accepted, and to make progress in the workplace.
The issue of poorly informed aspirations and expectations may 
thus be a question of immediate expectations dropping as a result 
of a combination of the need to work, and the day-to-day 
experiences of new black employees. It is highly likely, 
however, that long-term aspirations will remain high and become 
more prominent in the hope of self-advancement.
In conclusion, the needs identified and the explanations offered 
by employers and supervisors are presumably based on 
generalisations which stem from job-situated experience and have 
to be taken as valid. In interpreting employer perceptions, 
however, three powerful additional factors have to be taken into 
consideration:
The small number of blacks in white collar positions. 
In the Durban metropolitan area where this project was 
situated, there are still very few African employees in 
Junior white collar positions. The problem of an 
inadequate sample of new black recruits on which to 
base perceptions is exacerbated by State legislation 
which enforces social segrëgation of the different 
ethnic groups, thereby causing mutual unfamiliarity 
with other groups and the strengthening of stereotypes 
which already exist. Furthermore, such a minority 
group as new black employees in white collar positions 
may have very little opportunity or skill to challenge 
some of the negative stereotypes the dominant white
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group has of them when the two groups meet in the 
workplace. The result is that prior perceptions are 
likely to be reinforced and to remain unchallenged if 
new black recruits do not (or cannot) demonstrate their 
capabilities.
The relatively low status of black culture. By 
common recognition in commerce and industry (and in 
white society at large) the ‘modern’, ’western', 
'industrial' culture which is closely associated with 
white culture, is superior-. The implication for 
interaction between black and white in the workplace is 
that both have for so long worked from a premise of 
superior and subordinate that new black employees may 
never be viewed in terms of what they have to offer, 
but may be regarded as deficient in terms of white 
norms and standards.
Perceptions are based on group ideologies. In 
general, black and white respondents held similar views 
about the problems new black employees experience in 
the workplace. There were a few differences, 
especially in their interpretation of the reasons for 
inadequate social and work-related skills. The danger 
involved in taking their perceptions at face value, 
however, is that both views stem from different 
ideological (and practical) premises. A programme of 
intervention cannot be based on articulated perceptions 
alone.
However, it is possible to argue from the preliminary data 
presented above that both new black employees and 
employers/supervisors in commerce and industry will have to come 
to terms with demands placed on them when two sub-cultures meet 
in a situation of differing perceptions, expectations, skills and 
beliefs about industrial and commercial discipline and work
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relations. It would seem that such an awareness, especially on 
the part of management and people in supervisory level positions, 
would be an important prerequisite for new black employees' 
adjustment to and progress in the workplace.
2 2
2.2 VALUATION OF SPECIFIC NON-TECHNICAL SKILLS REQUIRED IN 
JUNIOR CLERICAL AND ADMINISTRATIVE JOBS
In order to arrive at more specific insights into what is 
required for successful job performance, the data derived from 
the interviews with employers and supervisors were extended in a 
further study which is reported on in this section. The 
intention was to move beyond articulated perceptions of needs as 
a basis for intervention. It was mentioned before that such 
perceptions are invariably biased because they stem from a 
particular ideological premise. Another related danger of 
basing intervention on articulated perceptions of needs is that 
these perceptions stem from subjective appraisals of experienced 
and/or anticipated problems in the work setting. This may 
result in intervention providing school-leavers with 'skills' 
which at face value will help them to adapt more readily to the 
demands and expectations of employers, but may be totally 
inadequate as an extension of their educational process.
A more rigorous and objective appraisal of the difficulties new 
black employees experience in the work setting was therefore 
necessary. A factor which further complicates an objective 
appraisal of needs is that skills required for junior white 
collar clerical and administrative positions are varied and are 
not easily specifiable. A checklist which included a variety of 
specific but non-technical skills which may be required for task 
performance, was believed to be an appropriate and objective tool 
for assessing the criteria used in evaluating employees.
Items included in the checklist were based on data gathered from 
the interviews with employers and supervisors reported on in the 
previous section, as well as a literature search of problems 
experienced in black advancement in South Africa. Two 
checklists were used. The aim of the first was to establish the 
extent to which the average black school-leaver valued each of 
the various skills. These priorities were then compared with
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the attitudes of employers. The aim of the second checklist was 
to assess the priorities supervisors in particular give to 
specific skills all new employees may need in order to perform 
adequately at work.
Interviews to guide the interpretation of the results from the 
checklists were conducted with supervisors (N=25) and 10 black, 
10 white and 10 Indian employees (N=30). The results derived 
from the checklists are reported on below.
2.2.1 New black employee valuation of specific skills required
, 24)
A total of 48 subjects responded to the first checklist, 14
of whom were chosen as representative of industrial and
commercial employers; the rest were black school-leavers and new
black employees. Employers were used as a criterion group
against which to measure degrees of values attached to the
different skills.
The items used in the checklist were based on five categories of
attributes or skills which may facilitate successful adaptation
in the work situation, namely: personal attributes;
communication skills; knowledge of the western industrial work
ethic; cognitive skills and presentation. Although responses
of new black employees were on the whole congruent with those of
25)the criterion group, some discrepancies are of interest (see 
Table 1 below).
TABLE 1: DISCREPANCIES EXISTING IN THE VALUATION OF SKILLS
BETWEEN EMPLOYERS AND NEW BLACK EMPLOYEES 
(IDENTIFIED AMONG 50 ITEM COMPARISONS)




to be firm in decision-making 54 21to be able to resolve conflicts 9 78to be honest 91 71
to mix socially
think of others first
54 29







act like a father to people under you
to keep the future in mind 85
If it is assumed that the selected criterion group is
representative of people who know what is required to succeed,
the observed differences provide some indication of where 
training could be beneficial.
The most marked discrepancy amongst these items was the ability 
to resolve conflicts - a skill assigned a very low priority by 
black employees but a very high priority by employers. There 
are at least two possible explanations as to why young black 
employees undervalue the importance of resolving conflict in the 
workplace. One explanation might be that their cultural 
disposition militates against them asserting themselves in 
conflict situations. People-orientation and the importance of a 
good working atmosphere may overshadow the importance of 
resolving conflicts. The concept of 'ubuntu' (the Zulu 
expression for 'humanity') perhaps influences behaviour to the 
extent of preference being given to a positive working
relationship with people at the expense of confrontation. This 
does not suggest that blacks do not believe in the importance of 
conflict resolution. It may suggest, however, that they will 
not be able to cope with conflict if a sense of people- 
affiliation and a good working atmosphere are absent.
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A more probable explanation may be that new black employees who 
experience a situation of unequal power relations with other 
employees and white supervisors will avoid conflict or attempting 
to resolve conflict because the 3hort-term rewards for them as 
individuals will be perceived to be minimal, if not non-existent.
Further discrepancies in employers' and black employees' 
valuation of what might be labelled as 'social skills' are 
noteworthy: black employees highly valued the ability to mix
socially, to think of others first and to act like a father 
figure. Employers regarded these as unimportant. It is also 
interesting to note the discrepancy between employers' and new 
black employees' valuation of the ability to follow instructions. 
New employees, who are perhaps more realistic because they are at 
the receiving end of 'doing as they are told', regarded this as an 
important skill; employers did not.
On average, however, the results from this checklist seem to 
suggest that new black employees know what is required in a work 
environment which is dominated by whites and western industrial 
work values.
2.2.2 Supervisor valuation of specific skills required
In order to establish the criteria supervisors use to evaluate
26)
junior staff and their performance at work, a second checklist 
was designed on the basis of previous research data. The two 
checklists contain essentially the same categories of items.
Immediate supervisors (N=160) of new clerical and administrative 
employees in a variety of organisations in the Durban
metropolitan region responded to the checklist. Once again, 
values had to be assigned to each item on the basis of what they 
considered important characteristics for all new employees. The 
data from the checklist were analysed by computer and mean scores 
were obtained from each item. Each item was then ranked for 
importance in terms of the mean. The tabulated results are 
given below (See Table 2).
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TABLE 2 1 RANXS, MEANS CO-EFFICIENT AND VARIATION DISTRIBUTION Or CHECKLIST M B
ITEM RANK KEAN CV* (1)
B To be honest and have integrity 1 9.03 16
20 To work accurately 2 9.03 15
9 To understand exactly what is required before proceeding 3 8.61 17
3 To be willing to put in extra effort in order to coiqplete a task 4 B.61 18
42 To be clear and precise when communicating with others 5 • 8.54 19
32 To understand and use information given 6 8.45 18
34 To respect coop any property and time 7 8.41 22
38 To be able to work under pressure 8 8.36 21
16 To cope with responsibility 9 8.35 21
24 To work without constant supervision 9 8.35 19
2? To be punctual 11 8.30 23
12 To work for the benefit of the team 12 8.26 21
30 To be eager to work 13 8.24 21
25 To be willing to learn from others 14 8.16 20
45 To be quick and responsive to requests 15 8.10 21
40 To ask questions when appropriate 16 8.00 22
22 To show respect for superiors 17 7.86 23
7 To work neatly and tidily 18 7.86 22
37 To remain calm when things go wrong 19 7.81 25
2 To have good manners 20 7.81 26
19 To discuss work-related problems 21 7.73 24
26 To be quick to grasp or learn new tasks and situations 22 7.70 21
' 31 To hsve good listening skills 23 7.68 25
44 To be able to look ahead and see the necessary steps towards a goal 24 7.56 23
33 To work for personal advancement 25 7.54 27
6 To have a flexible approach to doing things 26 7.44 24
10 To consider all options before acting 26 7.44 27
14 To understand how specific tasks fit into the overall running of 
the organisation 28 7.36 28
13 To have good written English 29 7.29 27
41 To have a good coomand of spoken English 30 7.24 29
23 To offer suggestions and new ideas 31 7.12 28
43 To appreciste supervisors1 efforts 32 7.03 33
15 To listen and use suggestions of others 33 6.B1 29
11 To be sensitive to others* feelings 34 6.74 30
21 To be well-groomed 35 6.73 31
28 To be well-qualified 36 6.58 32
29 To be bright and cheerful 37 6.56 32
39 To be content to start at the bottom 37 6.58 37
1 To be able to resolve personality conflicts 39 6.55 35
17 To be sociable and easy to get on with 40 6.46 33
18 To have a sense of humour 41 6.27 36
4 To be well-spoken and have a good accent 42 6.03 38
5 To be clever 43 5.51 36
35 To be quiet and self-contained 44 4.93 49
36 To follow instructions without question 45 4.22 64
N.B. : The relative position of items appearing in the above table with the some mean but different 
rank was determined by the original mean score which was obtained to four decimal places.
* Co-effici. of Variation Distribution
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In the interpretation of the above results it is important to 
bear in mind that supervisors assigned values to each item on the 
basis of what they consider important characteristics for all new 
clerical/administrative employees. The intention was
specifically to attempt an objective assessment of criteria used 
in supervisors' subjective evaluation of new employee behaviour. 
In the discussion, however, only points of interest in terms of 
previous analysis of new black employee needs will be emphasised.
Rank ordering of items
The importance of some items in terms of their rank order 
position is noteworthy. For example, the ability to resolve 
personality conflicts ranked 39th - a relatively low ranking, 
especially in the light of results obtained from the first 
checklist reported on above (2.2.1). Other attributes or skills 
required for successful job performance which . received 
surprisingly low rankings are:
- to have good listening skills (23);
- to work for personal advancement (25);
- to have a flexible approach to doing things (26);
- to understand how specific tasks fit into the overall 
running of an organisation (28);
- to offer suggestions and new ideas (30);
- to have a good command of English (31);
- to be sensitive to others' feelings (34);
- to be content to start at the bottom (37);
- to be sociable and easy to get on with (40);
- to have a sense of humour (41);
- to be well-spoken and have a good accent (42).
All of the above have in some form appeared as perceptions of 
skills or attributes which are lacking in new black employees. 
There could be at least two possible explanations for the 
discrepancy between these results and those reported elsewhere.
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1. New employees in general have few conflicts to resolve, have 
a good command of English, initiate conversations, are 
compliant, have a sense of humour and are sociable. 
Supervisors are therefore not aware of the importance of such 
skills or attributes, because they are not lacking in the 
average new employee.
2. These skills are not of primary importance in new employees' 
behaviour and their approach to task performance. However, 
when they are absent, which seems to be the case with new 
black employees on average, employees may be prevented from 
displaying or developing skills which are assumed to be 
present and for which they are employed.
Factor analysis of the checklist items
The data were also factor analysed in order to determine general 
categories of specific clerical employee characteristics and 
their relative importance. An appropriate "cut-off" point for 
the number of factors generated was determined at 6 and Varimax 
and Oblique factor analyses were then performed with this 
specified limit of 6 factors. Both produced essentially similar 
results.
In the following list, Factors 4 and 5 are stated separately 
although they were derived as one single factor from the Varimax 
factor rotation. A separation of the two groups of constituent 
items was made in order to make the content as specific as 
possible.
In order of their contribution to the overall variance, the 












Language, Communication and Presentation;
' 27)
Interactional facility.
Two items, namely, "To be honest and have integrity" and "To be 
willing to learn from others" did not appear at a meaningful 
level in any of the 6 factors generated. Since both items had 
consistently high scores , their poor loading in the factors is 
possibly explained by the fact that the clustering of very high 
ratings on both affected their interaction with other items. In 
other words, they were saturated variables. However, the 
importance of the factors generated, and their relative 
independence, allows for them to be considered as important 
criteria nevertheless.
The six criteria which emerged from this analysis were 
meaningful in relation to previous information gathered about 
employer and supervisor perceptions of the problems black school- 
leavers experience in adjusting to the work environment. For 
example, some of the specified problems black employees seem to 
experience in behaviour and task performance can be directly 
related to these factors as well as indirectly to the behaviour 
deficits discussed in Section 2.1.
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In general, employers and supervisors maintain that black 
employees
- lack responsibility and struggle to cope with tasks 
independently;
- are not willing to 'start at the bottom' (i e to learn from 
others);
- experience difficulties in problem-solving and tend to 
become fatalistic towards their jobs;
- either over-conform or become too assertive (i e do not 
find a happy medium between conforming and asserting);
- are not flexible;
- have poor language skills; and
- struggle to interact effectively.
The underlying reasons given for these problems fall into the 
well-worn areas of black employees demonstrating
- a lack of achievement orientation;
- strong affiliation needs due to their people-orientation;
- unrealistic aspirations and expectations of the workplace;
- a lack of knowledge of the western industrial work ethic 
due to their cultural disposition.
In a further attempt to assess whether black school-leavers are 
aware of expected behaviour at work, case studies were developed 
around the criteria (factors) supervisors appear to use in 
assessing new employees. They were then used in the Work 
Orientation and Language Programme. Responses of trainees to 
these case studies are discussed below.
2.2.3 Black trainee awareness of what Is required 
In the work situation
Thirteen black trainees (N=13) on the second Work Orientation and 
Language Programme responded to the case studies. The aim was 
to assess early in the programme the level of black trainee 
understanding of expected behaviour norms at work. Trainees had 
to respond in writing to problem situations depicted in the case 
studies. Their responses were then analysed and aspects of 
interpretation which were unclear were discussed with the group 
as a whole.
An earlier notion that black employees, on average, know what 
performance expectations at work are, was confirmed. Trainees 
on the whole responded appropriately in terms of supervisor 
expectations. For example, they indicated the importance of 
such skills and approaches as acting responsibly; working 
independently; showing a willingness to learn from others; 
persevering with problem-solving; being actively involved in the 
work process; positively asserting themselves by expressing their 
views; being flexible; and actively communicating with others at 
work.
The initial intention with the case studies was to use them as a 
tool for monitoring trainee progress in terms of their awareness 
of appropriate behaviour in a variety of possible situations at 
work. It was anticipated that the work orientation training 
could be directed at the gaps in knowledge trainees would reveal 
in their responses to the case studies. Their responses were, 
however, congruent with supervisor expectations, and a monitoring 
device for specific progress in terms of changed attitudes was 
therefore not regarded as important.
However, one of the problems with the type of investigation 
described above is that it does not offer explanations of 
discrepancies observed between articulated attitudes and actual 
behaviour. Why, for example, do black school-leavers seem to
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value expected behaviour norms and yet fall to act on these 
attitudes once they are employed?
An Important insight into the attitude-behaviour discrepancy was 
gained during the actual training experience of the researcher on 
the Work Orientation and Language Programme. The situation 
which led to the potentially significant insight was a stressful 
encounter between the trainer/researcher and the trainees, which 
had to be resolved. The trainer's reaction to the situation was 
to confront trainees in what was perhaps an aggressive manner. 
The trainees' reaction tended to be one of withdrawal, which 
allows any (white) trainer/supervisor to confirm commonly-held 
stereotypes about blacks.
An advantage that trainers have over supervisors (who can be 
regarded as informal trainers at work) is that experiences of 
participants can be used as teaching material and misinformation 
can be cleared up. In the conflict situation referred to here 
thi3 was attempted. It took the remainder of a 4-hour session 
to resolve the conflict and about two weeks to rebuild the trust 
relationship which had existed between the trainer and the 
trainees prior to the conflict. Trainees maintained that the 
trainer had changed her attitude towards them as blacks and had 
reacted in an authoritarian and aggressive manner. When asked 
why they did not challenge the trainer, the response was that it 
would not have changed the way they felt about the situation.
The trainees' reticence to confront the trainer for what they 
believed was unfair treatment has to be interpreted cautiously. 
Research on this project clearly indicated that black school- 
leavers know what is expected, but also that they do not seem to 
act positively on this knowledge. On the basis of the training 
experience outlined above it was postulated that one of the major 
variables preventing positive action on the part of blacks is 
their inability to handle conflict, or to prevent possible 
conflict situations, with people or groups they perceive to be 
more powerful than themselves.
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In the next section the perceptions and experiences of new black 
employees are described and analysed, and the attitude-behaviour 
problem is pursued in the interpretation of research results.
3 .0  VIEWS OF NEW BLACK EMPLOYEES
Research among black school-leavers and new employees was varied 
and included informal discussions and in-depth interviews, an 
observation study in the workplace, a large-scale investigation 
into new employees' perceptions of the workplace, and 
experimentation and observation during the running of two Work 
Orientation and Language Programmes. In this section a 
description will be given of information gathered.
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3.1 AN OVERVIEW: SOME PROPOSITIONS
Our investigation into the perceptions employers and supervisors 
have of the problems new black employees experience in adjusting 
to and progressing in the workplace led to the following 
tentative conclusions about black school-leavers entering the 
employment market:
• Given the fact of inferior education, poor language skills 
and the social isolation and alienation of township life, it 
is to be expected that black school-leavers will be at a 
distinct disadvantage in competing for employment and, once 
employed, in successfully adjusting to and progressing in 
the workplace.
It will be recalled that the perceptions of employers and 
supervisors suggest that deficits in black performance exist in 
the following areas:
effective language and communication skills; 
achievement orientation and responsibility for own actions; 
knowledge of the western, industrial work ethic; 
realistic aspirations and expectations of the workplace and 
for individual advancement.
• However, in the light of the investigations undertaken it 
also became clear that there are perhaps powerful additional 
factors which inhibit new black employees from improving 
their skills and from performing adequately in the 
workplace.
It is understandable that certain specific problems of adaptation 
and task performance exist where the background of blacks has 
left them underprepared for the demands of the urban industrial 
workplace. It is, however, surprising that blacks make very 
little or no progress once exposed to the work process. It
would be over-simplistic to suggest that this is due to
'traditional'culture, or the lack of a 'trainable
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base . In this regard it was postulated that the major 
problems experienced by new black employees are exacerbated in 
the process of interaction between black and white in the 
workplace.
It is often claimed that black employees approach the work
situation with a high social orientation and the need for trust
and acceptance. It is argued therefore, that they fail to30)
demonstrate an achievement orientation . This would be one of 
the few salient cultural differences between blacks and whites if 
it were to be established beyond doubt. In this regard our 
research revealed that perhaps the one outstanding exception to 
blacks' understanding of what is required at work relates to the 
importance of dealing with conflict. Indeed, it might well be 
suggested that it is this aversion to conflict, which is perhaps 
partly derived from a legacy of enforced deferential behaviour, 
that contributes to employers' views of blacks as having serious 
basic skills deficits. Instead of venturing to demonstrate 
their ability and equality, blacks may prefer to hide behind a 
'deficit facade' and pretend inferiority in order to avoid the 
risk of crisis and conflict with an objectively more powerful 
group.
• However, in most respects new black employees and school- 
leavers revealed that they know what is required of them in 
a work environment that is dominated by western industrial 
values.
This knowledge, however, is not demonstrated in work-related 
behaviour. Two possibilities exist in this regard. Firstly, 
they may simply be articulating norms they have become aware of 
without internalising them. The other possibility is that they 
do not have the social power, confidence or opportunity necessary 
to implement this knowledge.
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Obviously, the problem is one of black employees implementing and 
translating appropriate, broad, perhaps superficial, knowledge of 
requirements into workplace responses. This has to be 
juxtaposed with whites emphasizing that blacks will only become 
an integral part of the work setting when they can adapt to 
'white ways' of operating in the work environment.
The most prominent and obvious conclusion derived from the 
research was therefore that a fairly serious problem exists 
in the adaptation of blacks to the workplace.
Ineffective communication between new black employees and their 
supervisors and fellow workers has led to a situation where 
employers are preoccupied with the notion of 'skills deficits'. 
This notion is oversimplistic and may have become a blanket 
statement which explains blacks' inability to adapt to and make 
progress in the workplace.
The research undertaken with junior black employees is reported 
on below. An ongoing aim was to analyse more closely barriers 
which prevent blacks from acting on the knowledge they seem to 
have of what is expected at work.
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3.2 A PARTICIPANT OBSERVATION STUDY IN THE WORKPLACE 
SOCIAL ADAPTATION OF BLACK RECRUITS IN A MAJOR BANK
The most important aim of the observation study was to develop a 
clearer understanding of the socio-psychological aspects 
influencing employee behaviour in interactional settings, and to 
identify styles of interaction that are best able to facilitate 
successful social and task-related adaptation of new black 
employees in the work situation.
The study was undertaken in three phases:
Participation as a new employee in a one-week induction 
programme;
Observation of interaction as an Organisations and Methods 
(0 & M) official;
- Interviews with new employees at work.
Analysis of the impressions gathered during the different phases 
was done collectively, and will in brief be reported here. It 
is important to point out that the data collected during this 
research period were based on observable events, as this is 
obviously the only way of obtaining insights into subjective 
experiences of new employees. Therefore, although behaviour has 
been analysed in terms of concrete events, the interpretation 
must of necessity be subtle, intuitive and take account of 
symbolic aspects of the situations studied.
3.2.1 The Induction programme
New employees are sent on the induction programme after they have 
been in the bank for a few months. They, therefore, have a 
shared aim of learning more about the bank and sharing their 
experiences with others in similar positions. Group affiliation 
needs are understandably very powerful, and minimise individual 
differences of race, age and sex. It was postulated, however, 
that these differences are only minimised if the individuals 
concerned conform to group norms.
$1)
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The types of adaptation required of new employees during their 
first in-service training experience are briefly,
adapting to the training group;
- adapting to training and assessment;
socialising within the work/training setting;
32)
- adapting to appraisal.
In sum, new employees on an induction course adapt their 
behaviour to that dictated by the group. An important sacrifice 
the individual may have to make at this stage is to relinquish 
values and attitudes which might be in conflict with group 
behaviour. Although this first phase of adaptation to group
norms apparently makes very few overt demands on new employees, 
it may, as is discussed later, become a source of disorientation 
and alienation for those who are different, or are perceived to 
be different. At this stage the individual will not, or cannot,
venture to indicate hi3 or her uniqueness because group 
membership is important and apparently gives the new employee a 
much-needed sense of security.
It was interesting, however, to note that socialisation at work 
seems to operate on at least two levels. At the one level it is 
a rather superficial exchange of information about self in the 
framework of work-related issues. At the second level it 
entails the formation of trust and close friendship ties. This 
obviously results in a double process, i.e. both parties involved 
must initiate and confirm intentions of becoming friends. It 
was noticeable that at this level sex and race differences do 
play a part.
For example, the Indian women on this course spent their lunch 
hour together, the whites theirs, and the only African spent his 
alone. It took considerable subtle persuasion on the part of 
the researcher to share these lunch hours with the different 
close circles of friends. For instance, it took the researcher 
4 days to persuade the African man to invite her to accompany him 
to feed pigeons in a nearby park. And still, the short session
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together revealed very little. After all, the contact was based 
on one party having different intentions - i.e. to learn more 
about blacks. Perhaps this was subconsciously sensed.
The implications for black employees are clear: blacks, who are 
by far in the minority in this employment bracket, do not benefit 
from the moral support of being a major, or at least substantial, 
employee group. They are therefore invariably isolated from 
informal information networks at work.
Superficially, however, the impression gained during this first 
phase is that blacks adapt and adjust to training and induction 
as well as their white and Indian counterparts.
3.2.2 Further observations as an 0 & M official
The general impression gained from the second phase of research 
was that people do not work in teams but in relays. Observable 
interaction between employees is minimal. Each individual has 
a task to complete, and the task is moved on to the next 
individual in the same department, or from one department to the 
next. The pressure is therefore on the individual not to delay 
the next person's (or the next department’s) work. The potential 
for conflict in such a context is clear.
Furthermore, whereas group affiliation was a powerful force 
affecting interaction in the training centre, this was strikingly 
absent in the workplace. The implications of the lack of group 
support in a medium to large organisation are that new employees 
will most probably feel very isolated and intimidated by the 
newness and strangeness of their new place of work, and that this 
feeling will be more intensely felt by new black employees. 
Support for new employees does not come from group affiliation 
and must be sought elsewhere.
3.2.3 Interviews with new employees
The aim of the interviews with new employees from all ethnic 
groups was to investigate their perceptions of problems of 
adaptation. A branch in the Durban region with employees from 
all ethnic groups was chosen for the interviews, and in-depth 
interviews with 15 junior employees were conducted. Further 
interviews in this and other branches were also conducted with 
more senior black employees who had been in the bank for a number 
of years.
The uniformity of responses from new employees was remarkable. 
Briefly, all new employees were concerned that they would not be 
able to cope with the specific tasks given to them. They also 
hoped that other employees would be helpful and friendly and that 
there would be people they could relate to.
Africans, more specifically, were concerned that they would be 
discriminated against. Initially they also felt as if everybody 
was watching them. Without exception they said, however, that 
everybody was very kind and helpful when they started work.
White and Indian employees said that they found their work 
experience and relating to others at work a strain until they 
made a friend. New black employees, however, seemed to be so 
elated at the lack of overt discrimination at work that becoming 
part of the work group took lower priority initially.
As regards task performance, the biggest adaptation for new 
employees seems to lie in becoming more self reliant and 
responsible. They also have to be prepared to listen to and 
learn from their seniors and those they are directly responsible 
to.
New employees soon have to move out of the early stages of 
superficial adjustment in order to become part of the workgroup. 
A strategy which seems to be used successfully by most new
employees Is the forming of close friendships and peer relations 
with individuals who are socially similar and who have already 
been accepted by the group.
For blacks this form of social support is lacking. Although 
they are initially absorbed by the group, later on they seem to 
be unsuccessful in developing a meaningful network of support 
within the group. As was suggested earlier, the initial 
adjustment, although superficially successful, may become a 
source of disorientation and alienation, because it takes the 
form of overconformity to group expectations. This limits 
opportunities for them to express their individual personality 
traits. Socially they have little to offer, as it were. They 
are unable, in a positive manner, to establish a clear personal, 
social or cultural identity for themselves in the workplace.
It is suggested that in this way new black employees, while they 
accept the norms of the dominant group, do so in such a way as to 
deny themselves access to their own' background of social skills 
and knowledge. They are therefore operating in a vacuum.
Personal strain is created when, on the one hand the individual 
wants to be recognised for what he or she is, and on the other 
hand, wants to experience a sense of belonging. The individual, 
however, needs to be part of the informal networks operating at 
work in order to gain access to the subtle meanings of dominant 
group behaviour.
In order to get in touch with the thoughts and sentiments of 
individuals within the dominant group, this obviously 
necessitates the forming of close friendships with individuals 
who have already been accepted by the group (informal coaches). 
This involves a certain amount of risk, however: to. form a 
relationship of trust, both parties involved must initiate and 
confirm their intentions of becoming friends. Furthermore, for 
a black employee to initiate friendship with a person or people 
from an objectively more powerful group is difficult. A safer
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solution may be to take on a passive stance and wait for people 
from the dominant group to initiate the first move.
An important insight into a 'coping' strategy used by blacks came 
from discussions with more senior blacks in the bank. They 
indeed feel the strain of discrimination. In their view they 
are denied opportunities for advancement, and are held back in33)
certain departments only to serve the needs of the bank. It
is interesting to note, however, that blacks may misread the 
situation and resort to large-scale strategies to overcome what 
they interpret as discrimination. For example, it was 
noticeable that the majority of blacks interviewed are enrolled 
for a degree, or are in the process of studying for their 
bankers' diplomas. It may be that after failing to gain an 
understanding of the behaviour patterns (thought and action) of 
the dominant group, they opt for what they consider to be a fool­
proof method of succeeding.
3.2.4 Conclusion
In conclusion, then, the basic needs of new black employees, as 
revealed by the research reported on above, can be outlined as 
follows:
To develop positive adaptability to a variety of
interactional settings, and, in the process, to learn more 
about the subtle meanings of personal behaviour as well as 
the behaviour of those who are, or appear to be, different.
To develop a repertoire of responses which will help black 
employees to obtain supportive help when they encounter 
difficulties in task-performance.
In the absence of formal mentors, or until satisfactory 
supportive relationships are formed, both new employees and 
immediate supervisors need to become accustomed to
discussing work problems openly.
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The observation study therefore confirmed our view that an 
important part of the answer to problems blacks experience in 
adjusting to and progressing in the workplaces lies in a single 
strategy. This strategy, very simply stated, should aim at 
increasing the individual's effectiveness in a variety of 
interactional situations. The research thus far suggests that 
interactional skills will enable black recruits to cope better 
with race stereotyping, allow them to seek the practical guidance 
they need from among colleagues and supervisors, and give them 
the resources to begin creating a more positive image of 
themselves as coping and competent individuals in the workplace.
3.3 NEW BLACK EMPLOYEES' PERCEPTIONS OF THE WORKPLACE: 
EXPLORATIONS WITH KELLY'S REPERTORY GRID TECHNIQUE
In order to explore more objectively the factors which may affect 
behaviour and interaction at work, the Kelly's Repertory Grid 
Technique was used. The technique is based on Kelly's
Personal Construct Theory which addresses itself to the 
relationship between mental constructs and behaviour. The 
technique attempts to understand the process whereby people make 
sense of their environment, and provides a basis for 
understanding how an individual's perceptions can affect 
behaviour.
The aim of this research undertaking was therefore to explore new 
employees' perceptions of the workplace, as reflected by the 
constructs used in the completion of a variety of exercises 
incorporated in the technique. It was anticipated that 
deductions could then be made as to possible motivating forces 
which determine behaviour.
To suit this specific study, the exercises were modified to
36)
incorporate only work-related people and issues.
3.3.1 Methodology used
37)Clerical and administrative employees with at least one year 
work experience (and not more than five) in a variety of 
organisations in the Durban region completed the exercises 
incorporated in the modified Kelly Repertory Grid technique. 
This involved the following exercises: First, respondents had to
identify nine people (they were the tenth) from work who affect 
the way they feel and behave. The second exercise involved the 
identification of differences (contrasts) and similarities 
(constructs) between these role figures. Each individual, 
including the respondent, was then rated according to the 
constructs. Thirdly, in order to validate positive constructs, 
respondents chose people from the role figures whom they regarded
K6
as competent, and gave reasons for their choices. They then 
expressed their feelings about the role figures, and finally 
ranked (given) positive and negative feelings experienced during 
a working day.
The advantage of this inductive method of inquiry is that it 
overcomes the problem of the researcher imposing preconceived 
ideas upon the respondents of important criteria for evaluating 
new employee perceptions of the workplace. Furthermore, it 
establishes which personal constructs of the workplace are 
important to new employees.
This technique complicates analysis because it allows individuals
to identify their own set of constructs. In order to amalgamate
individual responses and to explain any group differences which
38)
may exist, a variety of statistical analyses were performed.
For the purposes of this report, however, only the results 
derived from the identification of salient constructs will be 
discussed.
3-3-2 Results
Of the 32 construct categories, the following were mentioned most 
often by the respondents (see Table 3):
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TABLE 3: CONSTRUCT FREQUENCIES
Blacks (N = 100)
No. of times % of total
mentioned mentioned
Social supportiveness 177 26
Competence at work 67 10
Honesty 49 7
Social Integration 46 7
Manners and Demeanour 44 6
Accommodation of others 43 6
Goal Orientation 34 5
Open-Mindedness 25 4
Work Guidance 23 3
Responsibility - Maturity 21 3
Confidence 21 3
Whites and Indians (N = 99)
No. of times 
mentioned
% of total 
mentioned
Competence at work 115 20
Accommodation of others 111 19
Social Integration 102 18
Social Supportiveness 60 10
Manners and Demeanour 54 9
Authorit at ivenes s 35 6
Evenness and Consistency 31 5
Honesty 24 4
Responsibility - Maturity 24 4
Sense of Humour 22 4
It is interesting to note that of the top ten constructs
mentioned by the black sample, the construct 'social
supportiveness' was associated with role figures in the workplace
26 percent of the time, 15 percent higher than the second most
39)important construct. The white and Indian group, on the other 
hand, had three key' constructs, i.e. 'competence at work', 
'accommodation of others', and 'social integration'. The 
constructs 'authoritativeness', 'evenness and consistency' and 
'sense of humour' did not appear among the top ten constructs of 
the black sample. On the other hand, the constructs 'goal
orientation','open-mindedness', 'work guidance' and 'confidence', 
appearing in the top constructs of the black sample, did not 
appear as important constructs for the white group.
Thus, although an initial postulation that new employees would 
have similar conceptions of the workplace was partially borne 
out, important different emphases emerged.
3.3.3 Discussion
At first glance the results above seem to support the notion 
referred to earlier, and which is often mentioned in the 
literature on black advancement, that blacks fall to demonstrate
an achievement orientation due to their strong affiliation
40)
needs. ïet, on closer analysis there appears to be an
alternate explanation. For example, the participant observation 
study (discussed in the previous section) established that all 
new employees of any race rely heavily on social support (i.e. 
they have strong affiliation needs) in their adaptation to a new 
work environment. It was also pointed out that a strategy used 
successfully in securing support seems to be the forming of close 
friendships and peer relations with individuals who are socially 
similar and who have already been accepted by the work group.
For whites and Indians the presence of large numbers of peers, 
most of whom have made successful adaptations, makes the task of 
achieving appropriate social support relatively easy. Hence all
they have to secure is social integration, and the support is 
more or less automatically and imperceptibly forthcoming. They 
have the luxury of becoming concerned about the more active mode 
of 'accommodating others' and of 'giving support' in the social 
network operating in the workplace.
For blacks, on the other hand, this form of social support is 
lacking. They do not have the support of substantial numbers 
of peers, and it is doubtful whether the few blacks who are 
present are viewed positively by other race groups. It is 
therefore suggested that the lack of much needed social support 
(in numbers and in work-related friendships and peer relations) 
will produce anxieties which exacerbate problems in the 
perception of the workplace.
This is further complicated by the lack of social and work- 
related skills. If blacks are not competent at work, they are 
further hindered in becoming socially integrated and ^in 
establishing a position where they do the 'accommodating'. 
This disposition may also explain why constructs like 'goal 
orientation', 'open-mindedness’, 'work guidance' and 'confidence' 
form part of blacks' interpretative frameworks of the workplace, 
but not those of whites' and Indians'.
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3.4 CONCLUSIONS: THE IMPORTANCE OF LANGUAGE
It wa3 pointed out earlier (section 2.1) that competence in the 
dominant language (English) is a crucial resource for securing 
viable employment. In this regard it was maintained that black 
school-leavers need language as an object and as a vehicle. As 
an object, language is important because effective language 
skills will greatly enhance black school-leavers' ability to 
adjust to and develop in the work environment. As a vehicle, 
language skills are important as a means of overcoming barriers 
which are not created by the lack of language competence per se.
It was suggested, however, that entrenched roles of whites as 
superior and blacks as subordinate are a major obstacle to 
blacks' ability to improve their language skills. This problem 
is exacerbated by the objective structure of the workplace where 
white and black are invariably in a superior-subordinate 
relationship to each other.
The biggest barrier to improved communication between black and 
white may therefore be the different perceptions both parties 
have of appropriate responses in situations which are clouded by 
entrenched 'white' and 'black' role behaviour. A direct 
consequence may be that new black employees will remain passive 
participants in the work process because they will lack the 
confidence to take risks (an essential language learning 
strategy) when communicating with others.
Our research furthermore indicated that new black employees lack 
social support in the workplace (see section 3.2). They seem to 
be unable to become part of the informal networks operating at 
work and .hence they are to a large extent excluded from the 
subtle meanings and sentiments of dominant group behaviour. The 
implications of this apparent exclusion are serious for blacks 
who lack confidence and who do not seem to be able to develop 
effective language skills for coping at work.
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New employee perceptions of the workplace (Section 3-3) revealed 
that white and Indian employees emphasize the importance of 
'accommodating others' and of 'social integration' in the 
workplace.
Blacks, on the other hand, emphasize 'social supportiveness' in 
their interpretation of other people at work. This is perhaps 
another indication of the consequences of poor language skills 
for blacks' perceptions of the workplace: If they feel 
vulnerable and poorly accepted, they will need social support 
before they can accommodate others and become socially integrated 
at work.
On the basis of the information gathered in this report it became 
evident that language becomes a badge of separate identity for 
blacks at work. They are unable to use language to best effect 
in securing friendships and peer relations with people outside 
the black group, and thus run the risk of being excluded from 
important informal networks. Language therefore becomes the 
initial divisive cue which suggests blacks are different, and in 
the process social categorisation of people is entrenched.
In the following section the language needs and attitudes of 
young urban blacks are further described. The specific aim of 
the language study was to explore prevailing language attitudes, 
and to attempt to make deductions about what may be regarded as 
functional and appropriate language use.
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4.0 AH ASSESSMENT OF THE LANGUAGE NEEDS AND ATTITUDES OF YOUNG 
URBAN BLACKS
In the exploration of the language needs of young urban blacks, 
the following factors were considered:
- The school environment in which English is learned before 
employment;
The work environment where English is the dominant language; 
and
- The attitudes of blacks towards the use of their mother
42)
tongue (Zulu) and the use of English.
The language abilities of young urban blacks were assessed during 
the running of the two Work Orientation and Language Programmes. 
In this section a description will be given of the three aspects 
mentioned above, with specific reference to the implications of 
language attitudes of blacks for their perceptions of appropriate 
and functional language use.
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4.1 THE SCHOOL ENVIRONMENT
The effects of policies of separate education and segregated 
living areas on the ability of black school-leavers to compete 
effectively in the employment market have been referred to 
earlier in this report. In this section, however, attention is 
specifically focussed on the language abilities and attitudes of 
young urban blacks. It is suggested that the effects of the 
lack of exposure to first language (LI) speakers of English are 
serious for blacks, who not only suffer educational inequality 
but, as a consequence of segregation, also linguistic inequality.
Furthermore, a cursory look at the school situation suggests that 
there are a myriad problems which minimise the potential of the 
school environment to serve as an adequate environment for the 
learning of English. The most obvious is that teachers in 
general are not equipped to function as facilitators of language 
learning because they themselves have poor language skills. 
Less obvious, but equally important, are the consequences of 
major structural constraints like high teacher-pupil ratios, poor 
teacher qualifications, and abysmal physical conditions, which 
are at least in part responsible for a heavy reliance on rote 
learning and an authoritarian teaching approach.
With the emphasis mainly on passing examinations in order to gain 
certification (which in principle should secure access to 
employment) education is by implication not process orientated, 
but product orientated. Students have to retrieve factual 
information from text books in a language with which they are not 
familiar, and teachers are there to 3ee that they do so. There 
is little, if any, opportunity to become fluent in English.
Failure of the school environment to make pupils proficient in
the dominant language of industry has serious implications. The
ability to speak English is inextricably bound up with access to
the employment market and to the symbols of the dominant white43)group. It is ironic that English as the preferred medium of
5 1
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instruction in black schools has paid so few dividends. The
situation may even be worse now than it was in the days of 
missionary education. For the past 30 years blacks have 
acquired the foundations of English entirely through the medium 
of a second language. Black school-leavers on the whole, 
therefore, enter the job market ill-equipped and incompetent in 
the dominant language.
1 . 2  THE WORK ENVIRONMENT
The issue of the inability of blacks to use English comfortably 
and effectively was discussed in the research reported on in 
Section 2. It was pointed out that the need for fluency in 
English is particularly important in positions outside the 
unskilled labour force where effective interaction between black 
and white is essential. It was also suggested that, rather
than blacks using language as a form of individual control, the 
lack of language competence becomes a major obstacle to adapting 
to and actively participating in the work process.
Although it is recognised that the learning of English is almost 
entirely a classroom experience for most young blacks, it is 
nevertheless surprising that the work environment, which could 
potentially serve as fertile ground for language learning, does 
little to improve the language skills of blacks. In this regard 
it was postulated that many of the problems blacks experience at 
work are played out and receive expression in the process of 
interaction. One of the biggest obstacles to performance at 
work may therefore be the interplay of black-white expectations, 
which are revealed in their interaction. With regard to 
language learning it is suggested that traditionally the learner 
is always placed in a deficit position, and^language is seen as 
the possession of those who already speak it . Yet, in order 
to learn to communicate effectively, both learner and LI speaker 
have to co-operate in order to achieve enough overlap with the 
intention and needs of the other person. This, however, does 
not seem to happen in interaction between black and white in the 
workplace.
55
Chick provides further insightful interpretation of black-
white interaction in the South African context and suggests that 
stressful encounters between black and white may "combine with 
larger, structural, historically-giyen factors to achieve a 
negative cycle of socially created discrimination". His 
analyses are informed by interactional sociolinguistics, which 
looks at interaction with a view to identifying the way in which 
socio-cultural knowledge or information is used by interlocutors 
to interpret intent and evaluate one anothers' motives and 
abilities.
According to Chick, synchrony in interaction is achieved when the 
interlocutors have access to relevant interpretative frames of 
reference or schemata (culturally conventional sets of
expectations and assumptions about the situation or context) and 
a knowledge of the verbal and non-verbal cues which invoke these 
frames. They enable the interlocutors to work out what
interactional activity they are mutually engaged in and how it 
might unfold. They also enable them to signal and interpret 
through politeness strategies, what sorts of social relationships 
exist in the interaction. Where this degree of sharing does not 
obtain, asynchrony is more likely to occur.
Such asynchrony frequently causes the interlocutors to
misinterpret intentions, and misjudge motives and abilities. 
The significance of these findings for black-white interaction in 
the workplace is clear. Because black-white relationships have 
been severely influenced by an ideology of separation and 
legally-enforced segregation, blacks and whites seldom have the 
opportunity to learn enough about one another1s communication 
conventions and backgrounds to communicate effectively.
Chick (1984:31) furthermore suggests that "a targeted
communication style for Zulu-English speakers has become__
deferential behaviour associated with the less powerful
participant in an asymmetrical politeness system". In this 
regard it is suggested that this deferential style will become
46)
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entrenched if there is little or no co-operation between black 
and white in the process of interaction, and that language 
learning for blacks will remain largely passive and at the 
imitative level of what they consider to be appropriate language 
use.
The impressions gained in industry and commerce are that whites 
(LI speakers) have not developed the tolerance and flexibility whih 
are essential to allow blacks the freedom to take language risks, 
to explore language options, to make mistakes and to express 
their opinions. The often proclaimed causes of a passive stance 
at work, namely rote learning and an authoritarian approach at 
school, are replicated in the work situation. Whites invariably 
give the instructions and blacks follow orders. Feedback is




ít.3 AN ASSESSMENT OF THE LANGUAGE SKILLS OF BLACK SCHOOL-LEAVERS 
ON THE WORK ORIENTATION AND LANGUAGE PROGRAMME
Impressions of language ability were gathered during screening
interviews conducted with two groups of black school-leavers who
applied for admission to the Work Orientation and Language 
48)
Programme. These impressions were reassessed during the
running of the two programmes. Briefly, the major 
characteristics of language incompetence can be outlined as 
follows:
lack of fluency;
lack of independence in discussion and inability to initiate 
conversation;
inability at times to follow English spoken at normal speed; 
and
- inability to follow topijiswitches and to respond to
attitudinal tones or shift.
It was to be expected that trainees would lack language fluency
and would therefore find it difficult at times to follow English
spoken at normal speed. It was nevertheless interesting to
observe that those who became trainees on the programme
demonstrated the ability to initiate conversation, and to
maintain their part of a conversation more than adequately.
They were also able to handle topic switches and shifts in
attitudinal tones in conversations in a fairly short space of
50)
time.
The one exception to the language flexibility referred to above 
was observed in situations which could be regarded as threatening 
to trainees. An example of such a situation was discussed in 
some detail earlier in the report (see Section 2.2.3). It was 
furthermore observed on a few occasions that trainees withdrew 
when the trainer displayed an aggressive or authoritarian stance. 
In discussions with trainees at a later stage it became clear 
that they interpreted the behaviour of the trainer as a change in51Tattitude, and, as a result, withdrew from the interaction.
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The interplay of trainees' apparent passivity and the trainer's 
assertiveness points to a situation which must be replayed in the 
workplace time and again; blacks lose trust (a frail and tenuous 
ingredient they need in order to assert themselves when 
interacting with whites) and react in a passive, non-challenging 
manner, while whites have their negative stereotypes reinforced.
In this regard it is important to refer to trainees' expectations 
of the workplace, and to employer perceptions of the main 
adaptation problems new black employees experience.
It will be recalled that employers regarded the lack of language 
fluency as a major impediment to new black employees' progress in 
the workplace. Their perceptions of the language problems new 
black employees experience included blacks' inability to make 
themselves understood, not following English spoken by LI 
speakers, not saying when they do not understand, and not asking 
questions.
Black trainees' expectations of the workplace seemed to suggest a 
different picture, however. Their biggest fears were that:
- they would meet 'difficult' people (i.e. people who are not 
tolerant and 'culturally' understanding);
their questioning would irritate supervisors and colleagues; 
they would be reprimanded when making mistakes; 
they would feel strange and therefore would be nervous and 
unsure of themselves; and
they would not understand people because they might talk too 
fast.
On the other hand, they hoped that supervisors would explain new 
work to them, treat them like new employees, introduce them to 
others, and be patient when they asked a lot of questions.
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It is suggested in this regard that black fears may be played out 
in reality. For example, supervisors may take it for granted 
that new employees should have sound basic language skills, and 
may therefore not have the correct approach to those who are not 
competent language users. This may have serious consequences 
for blacks. If they already feel vulnerable and lack 
confidence, they may withdraw from the process of interaction.
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4.4 AN ASSESSMENT OF LANGUAGE ATTITUDES OF YOUNG URBAN BLACKS 
TOWARDS ZULU AND ENGLISH
The aim of the research undertaking described in this sub-section 
was to investigate prevailing attitudes among young urban blacks 
in the Durban region to the use of English and Zulu. It was 
also anticipated that it would be possible to deduce from the 
data gathered what is regarded as appropriate and functional 
language U3e.
4.4.1 Exploratory work on language attitudes
54)
Discussions with a group of community work trainees on the 
implications of language variety for working in different types 
of communities revealed interesting perceptions of language 
attitudes. For example, it became clear that blacks in urban 
areas respond ambiguously to what they referred to as 
'traditional' Zulu. On the one hand it is associated with 
tradition, wisdom and cultural purity; on the other, it is 
associated with people who are regarded as 'uneducated', 
'uncivilized' and backward.
Blacks who speak English, however, are regarded as educated,
modern, and civilized and therefore equal to whites. At the
same time they are also regarded as people who have adapted to
the extent of having lost their tradition. Similarly, those who
55)
speak a variety of Zulu they referred to as 'diluted' Zulu 
symbolise modernity, status and education, but are regarded as 
rootless people.
61
The main characteristics ascribed to English and Zulu were that:
English is an international language; a 'polite' language 
with many 'begging' (i.e. imploring) and euphemistic 
expressions' and a soft and gentle language.
Zulu was described as a 'respectful' and 'proud' language 
with strong sounds and a long-winded style; and also as a 
simple (i.e. straightforward) language.
The exploratory work suggests that Zulu-speaking blacks may 
experience a shift in attitudes towards their own language and 
English in the process of adapting to a first-world urban 
environment where English is the dominant language. Although 
the Zulu language may still symbolise emotional ties with 
traditional culture, its use may be regarded as of little value 
in the context of the realities of coping in an urban, industrial 
society. In this regard it was postulated that:
Blacks will assign a high value to the use of English, and 
will therefore show an over-concern with the use of English 
in situations where it may be important to impress or appear 
'modern' and 'educated';
Zulu will not be highly regarded because of its limited use 
and low status in employment, and will be perceived as 
having limited advantages for personal advancement. Zulu 
may therefore be used mainly in situations where it is 
important to show loyalty, or concern for older, more 
traditional blacks.
4.4.2 A preliminary language attitude survey
In an attempt to establish the validity of perceptions of
attitudes to English and Zulu which were revealed during the
exploratory study referred to above, a survey was conducted among
56)
a sample of 1A6 young urban blacks in metropolitan Durban.
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A brief overview of the main findings is reported on below: 
Situations in which English is used
In order to understand what is regarded as appropriate language 
use, it was necessary to look at the situations in which English 
is used most often, and people with whom it is associated. In 
the following situations the majority of respondents regarded 
English as more appropriate than Zulu, or preferred it to Zulu: 
(See Table 4 below)
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TABLE 4: SITUATIONS IN WHICH ENGLISH IS USED
When %
- a student has to write to a school inspector 98
- blacks are drinking 97
- talking to a (black) supervisor 88
- a matriculant writes a love letter 79
- students discuss politics 63
- needing to sound educated 60
with
- teachers 59
- medical people 55
- colleagues at work 52
Situations in which at least a third of the respondents preferred 
English, are:
TABLE 5: SITUATIONS IN WHICH ENGLISH IS PREFERRED BÏ
AT LEAST 1/3 OF THE SAMPLE
When %
discussing social events with peers 49
with friends at parties 44
at mass meetings 43
at 'elite' meetings (like parent-teacher) 40
- socialising with young blacks 33
The above results seem to indicate that young blacks prefer to 
speak English when socialising with friends and colleagues; when 
they communicate with blacks of higher status (e.g. inspectors, 
superiors at work, teachers and medical people); and at mass 
meetings or when discussing politics.
In order to arrive at a clearer understanding of the nature of 
the language preference, responses were cross tabulated with the 
level of education of the respondents. Differences were also
noted between those who responded to the questionnaire in Zulu 
and those who responded in English.
Due to the,exploratory nature of this investigation, and for the 
purposes of this paper, only the following trends of language 
preference in social contexts are worth highlighting:
• In general, those who responded in Zulu almost always had a
lower preference for the use of English than those who
responded in English. The only exceptions were:
- when discussing social events with colleagues at work (Zulu 
(N=H6) 56%; English (N=90) 44%);
- when using expressive words (Zulu 80%; English 57%);
r when not wanting to be regarded as less worthy (Zulu 78%;
English 73%);
when wanting to appear educated to other blacks (Zulu 78%; 
English 51%).
A tentative conclusion from the results was that those who
responded in Zulu were more 'loyal' to the use of their mother 
tongue whilst those who responded in English had more of an
'English' orientation. Furthermore, those who responded in Zulu 
indicated a preference for Zulu in situations where loyalty and 
values are affected, but seemed to indicate a preference for 
English in situations or with people where affirmation as 
'urban', 'educated' or 'modern' is important.
• Respondents with a relatively high level of education
(Std.10+) always had a higher preference for the use of
English than those with a lower level of education (Std. 6-9).
An obvious explanation may be that those with' higher 
qualifications have better (English) language skills and are more 
upwardly mobile than those with lower qualifications. A direct 
consequence could be that there will be more opportunities to 
speak English, and more will be created.
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• Almost all of the respondents (98%) thought that English was 
the more appropriate language for a school pupil to use when 
writing to a school inspector.
This choice is inevitable because English is associated with 
formal education.
• Almost all the respondents (97%) agreed that blacks like to 
use English when drinking; and that blacks in townships like 
to add a few English words when they speak Zulu (99%).
A clear interpretation of what this implies is not easy.
57)
Perhaps explanations of respondents will be useful. They 
suggested that people feel more confident when they are drinking. 
According to one respondent, this is when 'the big guys stretch 
their vocabs'. Others suggested that people like to use 
'bombastic' words and 'long sentences' to impress and to show 
that they are educated.
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4.5 CONCLUSIONS
The implications of young blacks' lack of competence in English 
have been discussed earlier in the report (Section 2.1 and 3-4). 
In this section it was also pointed out that training experience 
on this project clearly indicated that young blacks demonstrate 
the correct language learning strategies. For example, they can 
more than adequately initiate conversation, maintain their part 
of a conversation, and handle topic switches and shifts in 
attitudinal tones in conversations. (See Section 4.3)
However, employers and supervisors stressed that one of the major 
barriers to effectively communicating with young blacks at work 
is that they do not ask questions and do not say when they do not 
understand instructions (see Section 2). Black trainees, on the 
other hand, hoped that they would not meet 'difficult' people at 
work and that their questioning would not irritate supervisors 
and colleagues (see Section 4.3).
It is clear that new black employees will struggle to demonstrate 
their language abilities, or their willingness to improve, in a 
situation they might perceive as threatening. When they feel 
vulnerable and poorly accepted, the last thing they will do is to 
demonstrate effective language (and language learning) strategies 
and so run the risk of face loss.
The problem of poor language skills in the workplace is 
compounded by what seems to be prevailing attitudes among young 
urban blacks towards the use of English. It is at this stage 
not possible to make clear-cut statements about the implications 
of attitudes to the use of English. A number of possibilites 
are, however, suggested below.
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Because of their overt inability to speak English fluently, 
and, more importantly, because of possible incomplete
conceptual expression, blacks remain marginal people 
urban, industrial work settings.
in
They learn from an early age that English is good, necessary and 
a mechanism for gaining equality with whites. Yet, because of 
social segregation, they never have the opportunity to come into 
contact with authentic models of English, until they enter the 
work environment. They are unfamiliar with nuances of meaning 
and appropriate functional use of English in a variety of 
settings where they are in the minority, and where white 
'meaning' counts.
Because English is the dominant language of industry and of 
educational institutions, blacks will view it as important 
for their progress.
Yet, as was pointed out earlier, the work environment does not 
seem to be conducive to the implementation of appropriate 
language learning strategies. Blacks' language learning 
strategies may therefore remain largely imitative, or they may 
prefer to remain passive and only respond to LI speakers when it 
is absolutely necessary.
Because of the perceived importance of English for 
individual advancement, and because educational and work 
institutions are not conducive environments for language 
learning, blacks will try to improve their English language 
ability in social situations with other blacks where they do 
not feel vulnerable, or where they can shed their 
inhibitions.
A major consequence is that the language variety they learn in 
such social situations will be regarded as appropriate and will
be reinforced.
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Because English has become a symbol of being educated,
modern, civilised and western, blacks will attempt to
minimize their association with their tradition and their 
59)
language.
A consequence of the individual's conflict between emotional ties 
and the practical realities which deny these ties may perhaps be 
a situation where blacks are forced to, at least temporarily, 
function in a cultural vacuum. A related consequence is that 
chances of any form of cultural confrontation between black and 
white in South Africa are minimised and postponed.
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5.0 BLACK EDUCATION: TEACHERS' PERCEPTIONS OF THEIR ROLES
Conventional analyses of the weaknesses of black education 
attribute the crisis currently experienced in black schools 
largely to inadequate state expenditure, and concomitantly to 
poor infrastructure in terms of facilities, high teacher-pupil 
ratios, poorly qualified teachers,^and inappropriate syllabi for 
the needs of black school-leavers.
More recently attention has also been turned to conflict in 
62) 63) 
schools and poor matriculation results. Both are
regarded as powerful indicators of the effects of inferior and
separate education. It is also suggested that the quality of
black education would continue to suffer as long as the black
education system is segregated and isolated from other 
64)
educational systems.
As was pointed out earlier (Section 1), the purpose of this 
research project was not to analyse or describe the problems 
inherent in black education. Rather, it was to analyse and to 
describe the problems black school-leavers/junior employees 
experience in adjusting to, and in making progress, in a work 
environment that is dominated by (white) urban, industrial work 
norms.
The report thus far has described and analysed the needs of black 
school-leavers as revealed in research undertaken with:
- employers and supervisors of junior clerical/administrative 
employees; and
- black school-leavers, trainees and new employees.
The aim of the research undertaken in black schools was
specifically to investigate teachers' perceptions of their role 
in preparing pupils for their future careers, as well as their 
perceptions of the role of schools in this regard.
60)
70
The research was undertaken in two phases:
1) Exploratory work in the form of focus group discussions with 
teachers and pupils and in-depth interviews with a select 
number of principals and inspectors;
2) Face-to-face questionnaire-type interviews with teachers 
(N=155) of senior pupils in a number of schools in the Durban 
area.
Below follows a brief description of the two studies.
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5.1 FOCUS GROUP DISCUSSION WITH TEACHERS AND SENIOR PUPILS
Focus group discussions were held with 11 teachers and 10 pupils 
respectively. The teacher sample was drawn from different 
schools, whereas the pupils were all selected from one school. 
In both instances the principals were involved in deciding who 
the participants should be.
The aims of the focus group discussions were:
1) To discuss typical problems faced by teachers and pupils; 
and
2) To explore more indirectly the role perceptions teachers and 
pupils have of themselves as well as of principals and 
parents.
The discussions were tape-recorded and later transcribed for 
analysis. The following are the major trends which emerged:
• Perceptions of teachers
Pupils perceived teachers as
- lacking in confidence;
- incompetent in their subject matter;
- failing to control the classroom situation;
- lacking motivation; and
- having low moral standards and thus setting a poor example 
for pupils.
Teachers were predictably more sympathetic to the plight of 
teachers in black schools. Their responses confirmed most of the 
issues raised by pupils, and are briefly summarised below:
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Teachers perceived fellow teachers as 
lacking confidence in themselves.
Reasons given for their lack of confidence were mainly their 
inadequate qualifications and the poor conditions under which 
they have to teach.
lacking motivation and having the wrong attitude to their 
profession. They are frustrated by large classes, 
inadequate facilities and a work overload. They also feel 
that they have very little control over pupils and get 
little support from principals and parents.
experiencing little cooperation between teachers. They 
have different levels of commitment and it is invariably the 
hardworking teachers who end up doing the work of the 
'lazy' teachers.
experiencing a lack of trust among teaching staff. 
Teachers do not form friendship groups. Those groups which 
do exist are regarded as 'gossipers'. There is also very 
little socialising after school.
feeling they are not adequately rewarded and remunerated for 
their efforts. Salaries are low and hardworking teachers 
become demotivated because their work load is increased.
• Perceptions of principals
Pupils and teachers felt that principals are inconsistent in 
their behaviour. Teachers felt that principals pander to 
the wishes of parents. There also seems to be very little 
communication between principals and teachers. Those who 
frequent the principal's office are regarded by fellow 
teachers as 'informers'. Pupils felt that principals are 
controlled by inspectors, who are in turn controlled by the 
State.
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• Teachers' perceptions of their role In relation to pupils
Teachers were surprisingly sympathetic towards pupils and saw 
them as victims of an education system which is designed to 
keep blacks inferior.
When questioned about their role in preparing pupils for 
their future careers, teachers felt that they have a limited 
role to play and that guidance teachers are in the best 
position to fulfil this role.
Teachers' comments, however, also seemed to suggest an 
awareness of the importance of providing a challenging 
atmosphere for pupils. This is, according to them, mainly 
achieved by discussing sport and politics with pupils. The 
need to create a challenging atmosphere for subject-related 
discussions was not mentioned.
In general, teachers felt that pupils' participation in 
student bodies is desirable because it serves as a 'safety 
valve' where they can give vent to their frustrations and 
pent-up feelings. They believed that this will reduce 
tensions in schools.
Teachers also suggested that teachers in general are over­
concerned with the need to improve their qualifications and 
that this is often more important to teachers than serving 
the needs of their pupils.
The general feeling was that teachers cope on a day-to-day 
basis with the hope that improved qualifications would 
improve their lot. They lack confidence, their morale is 
low, and pupils perceive them negatively. Schools are 
therefore falling to measure up to the needs and aspirations 
of both pupils and teachers.
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Themes which emerged in the focus group discussions with 
teachers and pupils were used in follow-up discussions with 
principals and inspectors. The information gathered was 
then used as the basis for the design of a questionnaire 
which was used in face-to-face interviews with teachers of 
senior pupils in black schools in the Durban area. This 
study is discussed below.
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5.2 INTERVIEWS WITH TEACHERS: SELF-PERCEPTIONS AND
PERCEPTIONS OF THEIR ROLE IN PREPARING SENIOR 
STUDENTS FOR THEIR FUTURE CAREERS
Interviews were conducted with 155 teachers of senior pupils in 
schools in 5 circuits in the Durban area. Inspectors in each 
circuit area were contacted. The names of all the teachers were 
tabulated and randomly (and proportionately) selected from each 
circuit.
This was a relatively big study but for the purposes of this 
report only the most salient results will be given.
e Teachers' disenchantment with the education system
Teachers' responses to the question of what they regarded as 
most needed to improve black education are tabulated below. 
(See Table 6)
TABLE 6: NEEDED IMPROVEMENTS IN BLACK EDUCATION
%
(N=155)
Facilities and equipment 21
Teacher training and qualifications 17
Teacher salaries 14
Same education for all race groups 14
Free and compulsory education 14
More schools 9
Broader subject selection 6
Lower teacher/pupil ratio 4
Improved teaching methods 3
Fair allocation of subjects to teachers 3
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It is interesting to note that structural issues were rated 
highest (i.e. most in need of change) while very few respondents 
felt that issues such as 'improved teaching methods' and 'a fair 
allocation of subjects to teachers' needed attention. It could 
be that structural factors are overpowering in their effect on 
teachers and on the atmosphere at school. This perhaps explains 
the underemphasis of other factors in need of change.
• Teachers' perceptions of constraints on their role as 
educators
The harsh realities of black education and some of the common
66)
conditions prevailing in schools are well known . The 
effects of these conditions on the capacity of teachers to 
fulfil their roles as educators should not be underestimated.
For example, it is well known that black teachers in general
lack confidence and their morale is low. Administrative and
support services are largely ineffective and in most cases
non-existent. Teachers therefore are professionally
isolated. They lack crucially needed support and assistance
and have to cope in over-crowded classrooms with very few 
67)
material resources.
With poor basic qualifications and heavy responsibilities in 
a school system that is poorly managed, it is to be expected 
that teachers will struggle to act on what they perceive 
their roles to be.
The results of this study confirmed the low morale of teachers, 
and some of the constraints working against them realising their 
role are outlined below:
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- 63% agreed that teachers can achieve very little under the
present conditions at black schools, regardless of the 
capabilities of teachers;
62% agreed that principals do not give enough support;
62% agreed that hardworking teachers have to make up for the 
lazy ones;
60% agreed that some teachers drink during school hours;
65% agreed that teachers often lose control in class and feel 
helpless;
88% agreed that a teacher has to be very strong and firm to 
control a class these days;
59% agreed that most parents are not interested in their 
children's progress at school;
87% agreed that parents are unable to assist their children 
with sehoolwork.
The above results confirm some of the issues raised during the 
focus group discussions. In light of the above results, 
however, it is surprising that 75 percent of the teachers felt 
that most teachers like their jobs.' This is perhaps an 
indication of teachers projecting an ideal, almost in reaction to 
a system within which they have to function and over which they 
have little control.
• Teachers' perceptions of their role and influence on pupils
Discrepancies in teachers' role perceptions are to be 




- 72% said that pupils are more influenced by what other 
pupils say than by what their teachers say;
yet
- 86% said that although pupils may be influenced by their 
friends and classmates, they will listen to a good and 
mature teacher;
and
- 72% agreed that pupils have little to offer on their own 
and have to be shaped by their teachers.
This is perhaps an indication of teachers knowing that they ought 
to be in control of their pupils, but in reality they experience 
a lack of control and influence over the pupils they have to 
teach.
• Teachers' perceptions of pupils
Teachers' perceptions of what pupils should learn, and of 
pupils' behaviour at school, provided interesting insights 
into possible perceptions teachers have of their role as 
educators.
For example:
Almost all teachers agreed (94%) that children grow up too 
early these days. They also felt, however, that pupils at 
school:
- can only work with constant supervision (77%);
- are not hardworking (75%);
- do not ask intelligent questions (75%);
- are not punctual (60%);
- do not keep quiet when told to (55%);
- are difficult to get on with (47%).
- do not trust their teachers (53%)
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Skills, attitudes or abilities teachers thought are most
important for pupils to learn at school were:
- to be honest ( 7 8 % ) ;
- to have good manners (77%);
- to be punctual <77%);
- to be reliable (74%);
- to be fluent in English (72%); and
- to work for self-advancement (72%).
Teachers thus seemed to stress the need for good behaviour, 
perhaps to the detriment of active learning skills. For
example, the ability to learn from others (55%); to ask 
intelligent questions (57%); and to solve conflicts (49%) were 
not regarded as very important. According to work norms 
operant in industry, teachers also undervalued the importance of 
taking (or showing) initiative - only 45% thought it was very 
important.
Teachers agreed (79%) that the most important thing for pupils to 
do is to concentrate in class and to remember what they are 
taught. This, however, should not be taken to mean that teachers 
feel pupils 3hould learn by rote since only 30 percent agreed 
that 'learning to remember and memorise facts' is very important.
An unexpected response is perhaps the importance the sample of 
teachers assigned to the ability to work for self-advancement 
(72%). It is a common complaint in industry that blacks are too 
people-oriented and lack achievement motivation. Teachers did 
hot regard the ability to work for the benefit of the team as 
important (only 33% agreed that it was important).
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• Teachers' perceptions of the correct teaching approach
Almost all the teachers (99%) agreed that pupils should be 
taught discipline, and 81 percent agreed that pupils should 
be punished when they do not follow instructions. This 
clearly suggests teachers' approval of an authoritarian 
teaching approach, even if only because it is a means of 
coping. For example, 50 percent agreed that teachers often 
punish pupils to show that they are in control.
• Teachers' level of satisfaction with their jobs and their 
career aspirations
When teachers were asked what they would like to do most if 
they had the opportunity, 81 percent said they would like to 
improve their qualifications (see Table 7 below for responses 
to other choices).
TABLE 7: ASPIRATIONS OF TEACHERS IF THEY HAD THE OPPORTUNITY
% (N=155)
go to another school 1
find a job in industry 2
improve qualifications 81
become self-employed 10
stay at home 1
work in another country 5
The above results have to be cautiously interpreted. Forty 
percent of the sample group said that they trusted nobody, and 
only 3 percent respectively said they trusted their principal and 
their colleagues at school. They might therefore have given a 
response they thought was a safe choice in a context where they 
feel vulnerable - improving qualifications is an individual 
strategy which is not primarily dependent on others. 
Alternatively, teachers may feel that the only means of 
bolstering their confidence is to improve their qualifications.
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A more indirect question revealed slightly different insights. 
When asked what they would like to do most if they won a lot of 
money, they responded as follows: (See Table 8 below)
TABLE 8: TEACHER CHOICES OF WAYS THEY WOULD LIKE TO SPEND THEIR
MONEY
% (N=155)
buy a plot or house 31 
start own business 23 
bank at a good interest rate 18 
donate to welfare 15 
start a good library of books 8 
other 5
The above results might indicate a need for security and also 
give some indication of aspirations which are outside the usual 
expressed need to improve qualifications. For example, the 
choice 'to start a business' is the second option chosen by 
respondents. This comes after 'to buy a plot or house' which 
was the first option chosen.
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5.3 TEACHERS' ROLE IN PREPARING SENIOR PUPILS 
FOR THEIR FUTURE CAREERS: SOME CONCLUSIONS
68 ) .
It was pointed out elsewhere that the black education system is 
seriously weak in several areas at once, but that the weaknesses 
in the teacher cadre are what define the limits of the system as 
a whole. The weaknesses, in order of priority, were thus given 
as
- The morale and capacity of teachers;
- The administrative and support structures of schools;
- The material resources available in classrooms.
It was also pointed out that projects need to deal with these 
three basic problem areas simultaneously if they are to achieve 
any degree of effectiveness. The scope of such an involvement 
is extensive, and falls outside the limits of the project 
described in this report.
Our research in black schools therefore focussed specifically on 
the self-perception of teachers and on their perceptions of the 
role they can play in preparing students for adult life. The 
intention was to gain further insights into the needs of black 
school-leavers, not to establish a research basis for possible 
intervention with teachers.
Results from both the focus-group discussions and the interviews 
with teachers confirmed the low morale teachers have and their 
lack of confidence in their own capabilities. Teacher 
capabilities, however, should not be taken to mean the ability to 
teach subject-related matters only. Without a sound morale and 
motivation, the capacity of teachers to teach their subject 
matter appropriately and adequately will be limited.
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In this regard it is important to briefly summarise the major 
constraints which seem to prevent teachers from fulfilling their 
role as teachers and educators.
- Poor and inadequate qualifications are the most obvious 
constraint on teacher performance, and a number of 
teacher-upgrading programmes are currently addressing this 
problem.
- Structural constraints further limit the potential of 
teachers. For example, large classes seriously impair 
the flexibility of teachers as regards the teaching 
methods they can use. It is virtually impossible to 
establish a learning climate in which pupils can work 
independently and where the teacher can still remain in 
control. Inadequate material resources further restrict 
the teacher's role.
- The inability of both teachers and pupils to handle 
English, the medium of instruction, at a conceptual level 
has serious implications for the education process.
The effects of the above constraints on the role of the teacher 
is further exacerbated by the lack of support and trust teachers 
seem to experience. Teachers seem to lack support from 
principals, parents, fellow teachers and pupils. They do not 
trust their principals and colleagues, and their pupils do not 
trust them. They therefore do not only work in an insular and 
isolated system, but they themselves seem to experience a strong 
sense of alienation from the system of which they are supposed to 
form an integral part.
Like blacks in industry, the only coping mechanism they seem to 
resort to is to aspire to improved qualifications. It is 
predicted in this regard that they will overlook possible micro 
strategies for individual development which may assist them to 
fulfil their roles as teachers more adequately.
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The implications for both teachers and pupils of a system that is 
characterised by a combination of structural constraints and 
teachers who have lost control, and have become alienated from 
the teaching process, are serious. The ongoing school boycotts 
are some indication of pupils attempting to take control of a 
system which is not serving their needs.
However, any education system is by nature hierarchical. Pupil 
control may give pupils a futile sense of power in a situation 
where these hierarchical power relations have become reversed. 
A direct consequence of such a situation is that teachers cannot 
possibly prepare pupils for their future careers and for adult 
life.
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6.0 A SYNTHESIS OF BLACK SCHOOL-LEAVER NEEDS
It was stated in the beginning that black school-leavers' 
inability to compete effectively with their white, coloured and 
Indian counterparts for viable employment has to be analysed 
within a framework of certain historical and structural forces.
These forces have manifested themselves in specific consequences 
highly relevant to advancement among blacks. For example,
- competence in the dominant language which facilitates the 
development of effective communication skills;
- basic skills on which further Job-related training can be 
based; and
- a broad understanding of the workplace, which includes an 
understanding of task requirements and employer 
expectations.
Black school-leavers, however, seem to have deficits in all three 
areas. In this sense it is clear that State-legislated social 
segregation is a key structural and historical force which 
perpetuates blacks' underpreparedness for the workplace.
Black children grow up and go to schools in a highly insular 
social system on the periphery of the white-controlled urban 
industrial environment. The consequences are clear: school-
leavers in general only come into contact with LI speakers of 
English for extended periods of time once they are employed. 
They also lack in basic skills because the formal education they 
received is inferior, and they do not seem to be able to act 
positively on the knowledge they may have of task-related 
requirements and expectations at work.
Employers are reticent about employing black school-leavers 
because of what they perceive to be serious skills deficits. 
However, due to internal and external pressures, and due to 
manpower needs, organisations have been forced to employ blacks 
in positions outside the unskilled labour force.
8 6
The advancement of blacks, however, has not prospered as well as 
organisations have hoped it would. The most usual explanation 
advanced for this enduring problem is the quality of black 
education, and that African culture is pervaded by a traditional 
orientation which is ill-suited to a western, industrial work 
setting.
The consequences of these two areas of skill and attitude 
deficits are perceived by employers to be that blacks on average
- have poor language and interactional skills, especially at 
the black-white interface;
- lack achievement-orientation;
- have stronger affiliation needs due to the fact that work 
and social supports are not forthcoming;
- demonstrate little understanding of the western,
industrial work ethic; and
- have poorly informed aspirations and expectations.
Our research also revealed, however, that while employer
perceptions of the problems black employees experience must be 
taken as valid, blacks do not become part of the work process, 
and do not make progress, due to a complex set of interacting 
variables:
1. Language competence is essential for new black employees, not 
only because it makes adjustment to work easier, but also 
because they need to use language effectively (and
strategically) to overcome barriers which were not created by 
their lack of language competence.
It • also became clear, however, that the work environment 
does not seem to be conducive to language learning. New 
blacks recruits lack confidence and feel vulnerable and 
poorly accepted. As a result they do not take risks in
their use of language and invariably remain passive 
participants in the work process. Their passivity is 
further compounded by the objective structure of the work
87
situation (superior - subordinate authority relationship), 
and by the broader socio-political structure where white is 
dominant and black dominated.
2. Achievement motivation and the need for group affiliation: 
It was suggested that young blacks enter the workplace with 
high aspirations for individual advancement and with 
expectations of an improved quality of life. Negative 
experiences at work, however, may result in their withdrawal 
from competition and their alienation from the day-to-day 
work process. Although their long-term aspirations for 
individual advancement may remain perhaps unrealistically 
high, they will be inclined to strengthen group affiliation 
with other blacks who have had similar experiences.
It is therefore not primarily a question of blacks lacking 
achievement motivation. Rather, it is a question of blacks, 
on average, choosing the safer short-term option of group 
affiliation with those whom they can trust and who support 
them.
3. The attitude-behaviour discrepancy; It is often claimed 
that blacks lack an understanding of the western industrial 
work ethic. Our research, however, clearly indicated that 
blacks, on average, know what is expected of them in a work 
environment which is dominated by western industrial work 
norms, although they seem unable to act positively on this 
awareness.
The one exception to blacks' awareness of what is expected 
(or valued) at work is the ability to resolve conflict. 
This also 3eems to be borne out in their work-related 
behaviour. It was suggested that one consequence of blacks' 
aversion to conflict is that employers will have their 
negative views of blacks' capabilities reinforced. Instead 
of venturing to demonstrate their ability and equality,
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blacks may prefer to hide behind a 'deficit facade' in order 
to avoid the risk of crisis or conflict with an objectively 
more powerful group.
4. Individual strategies for advancement:It was pointed out that 
a strategy which seems to be successfully used by most new 
employees is the forming of close friendships and peer 
relations with individuals who have already been accepted by 
the workgroup. These individuals then serve as informal 
coaches to new employees, who through anecdotes, jokes, 
mimicry of superiors as well as serious advice provide the 
novices with the cues they need for coping in interaction in 
the workplace.
For blacks this form of social support is lacking. Although 
they are initially surprised at the lack of overt discrimination, 
later on they seem to be unable to develop a meaningful network 
of support within the group. It was suggested that this 
exclusion from the dominant group has at least three consequences 
for new black employees:
1) they are unable to learn the subtle meanings of dominant 
group behaviour;
2) they are unable, In a positive manner, to establish a clear 
personal, social or cultural identity for themselves; and 
hence
3) they feel the strain of what they identify as 
'discrimination'.
A coping strategy which seems to be employed by most blacks in 
this regard is to opt for what they consider to be a foolproof 
method of succeeding - to improve their qualifications.
Ironically, however, it can be predicted that this will pay few
dividends, unless blacks also learn micro strategies of coping and 
making progress at work.
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The most crucial need therefore seems to be for a bridging 
programme to address the issue of micro strategies required for 
individual control over short-term adaptation and sustained 
longer-term growth. This necessitates a focus on the process of 
individual development, in contrast to the usual focus on skills 
training which is characterized by a limited (and limiting) 
emphasis on the development of predefined 'appropriate' 
behaviour deemed to be 'appropriate' in the workplace.
Young black employees in more elevated positions in the workforce 
need to have an abundance of strategy, tenacity and 
machiavellianism in order to survive myriad constraints on their 
progress. They need to secure positions of individual control 
from which to manipulate their work environment. This control 
needs to be maintained by their ability to negotiate informal 
roles which will engender more appropriate perceptions of their 
capabilities. Concomitantly, they have to act on their 
experiences at work and hence stimulate change in attitudes and 
behaviour of those who directly affect them in the workplace.
If training merely attempts to facilitate the smooth adaptation 
of young black recruits to the white-dominated workplace 
controlled by an established organisational culture, blacks will 
remain second class participants in the work process.
It is obviously unrealistic to put the onus for change solely on 
new black recruits. The bridging programme discussed in the 
next section can provide only a partial corrective to a situation 
which we have described as characterised by the "functional" 
alienation of young black employees. Organisations have to 
become aware of, and act on, the specific effects on new black 
employees of the historic and structural forces in the broader 
context of a deeply divided society.
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7.0 COMPONENTS OF THE WORK ORIENTATION AND LANGUAGE PROGRAMfE
The aim of the research reported on in previous sections was to 
provide a basis for the development and evaluation of a programme 
which would facilitate the progress of young blacks in clerical 
and administrative employment. The purpose here is not to 
attempt to give full details of a many-facetted training 
programme which is integrally process orientated. Rather, it is 
to spell out the objectives of the programme, the approach 
required in the training of black school-leavers, and the basic 
premises on which this approach is built. The overall course 
content will be diagrammatically presented and a more detailed 
description will only be given of the language component, for 
which the author was responsible.
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7.1 OBJECTIVES AND RATIONALE FOR THE SPECIFIC APPROACH USED IN 
THE PROGRAMME
The general alms of the programme are to enable black school- 
leavers to develop an understanding of the demands of the 
workplace; and to develop skills and strategies which will 
facilitate their adaptation to and progress in the workplace. 
The key premise on which the Work Orientation and Language 
Programme is based is the belief that learning and personal 
development can only take place if individuals choose to learn, 
and develop a strong sense of control in their own learning and 
in the environment in which learning is taking place. This is 
specifically problematic for black school-leavers/new employees 
for a variety of reasons which were described in previous 
sections of the report. It will suffice here to refer only to 
the major obstacles which seem to prevent them from positively 
acting on and responding to a variety of situations in the 
workplace:
their lack of confidence and self esteem;
their poor language and communication 3kllls;
their largely situationally-derived lack of achievement
motivation and the concomitant strong need for group
affiliation;
their passivity and apparent fatalistic attitude to the 
work process on the one hand; and 
- their unrealistically high expectations and aspirations 
on the other.
A serious consequence of these obstacles is that black employees 
on average seem to be "functionally" alienated from the work 
process and thus the negative stereotypes employers, supervisors 
and fellow workers commonly hold of their abilities are 
reinforced.
The biggest challenge for appropriate training of black school- 
leavers is to instill in them a learning mode which will
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facilitate the beginnings of control. This requires a strong 
element of challenge, and a combination of awareness and skill 
development. Basically, what is being suggested is that black 
school-leavers need to develop specific and self-reinforcing 
strategies helpful in:
breaking down negative stereotypes of their abilities; 
having sufficient understanding of the process of 
interaction to be able to anticipate problems, to 
withhold responses in order to achieve strategic ends 
if necessary, and perhaps even to adapt responses so as 
to 'manipulate' supervisors and the work environment; 
and
functioning from a position of confidence and control 
and hence sustaining individual development.
Furthermore, an orientation programme is by its nature of 
relatively short duration. What this means is that it is 
impossible to talk about skills development. Rather, the focus 
should be on the beginnings of skills development and the 
development of strategies to try to create an awareness that is 
favourable to the development of further skills.
The difference between skills development and the development of 
strategies is, most simply put, also the difference between 
training and education. Education in the context of this 
programme is taken to mean the development of awareness of and 
insight into processes operant in the workplace, and the 
strategies necessary for coping. Training, on the other hand,
is more directly involved with the development of 'hard' skills
71)for short-term adaptation.
There are currently a number of programmes which support 
management's commitment to the advancement of blacks in their 
organisations. The main impression the researchers gained during 
their investigations is that most programmes aim at the expedient 
adaptation and advancement of blacks, which may be successful at
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face value, but which may offer very little for sustained coping 
abilities and abilities to begin to exercise control over 
immediate interaction with people at work.
A direct consequence of training aimed at specific skills is that 
it may deteriorate into little more than the securing of 
compliance and conformity to narrowly-based dominant white 
expectations. this leads to the implicit and explicit admission 
of the supremacy of western industrial thought and action.
It should perhaps be mentioned that value neutrality is not 
possible to achieve in any form of training of blacks in the 
South African context. The value commitment of programme 
designers and implementers is closely Interlinked with their 
motives for development and change. This will directly
influence the content of programmes, their short-term objectives 
and long-term goals, and the approach of trainers to the learning 
process.
Without further debating the issue of training aimed at black 
advancement, it is necessary to point out that the Work
Orientation and Language Programme is based on the belief that 
training should not negate what blacks have to offer, but should 
provide them with functional competence which will enable them to 
'negotiate' a more meaningful position at work.. In this regard 
the primary emphasis is on increased behavioural repertoires, 
rather than on the replacement of one set of behaviour with 
another.
The more specific objectives of the programme are:
To develop skills and strategies which will develop 
language competence and facilitate the use of this 
competence to best effect in interaction;
To develop negotiating skills which will enable them to 
secure a position of control within their immediate 
work environment;
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To develop strategic co-operative skills for group 
participation and at the same time for individual 
decision-making and control; and
To develop a more positive self-concept and thereby 
increased self-reliance.
Central to the above objectives is to instill in learners the 
beginnings of control. To this end learning on this programme 
is encouraged (and at times enforced) by constant reference to 
the experience-based learning model which is briefly described 
below.
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The experience-based learning model
The model aims to
Enable learners to begin to use their own experience as a 
source for learning. This shifts the emphasis from 
external factors (teachers, books, etc.) to personal and 
immediate experiences. (Step 1);
Develop in the learner a reflective and analytic approach to 
learning. Learning in a traditional school environment 
relies heavily on intellect and particularly on memory to 
the exclusion of many other styles and sources of learning. 
(Steps 2 and 3);
Move beyond intellectual and theoretical processes to active 
behaviour. The cycle's fourth stage is to decide on future 
courses of action and implicit in the decision is a 
commitment to act on it. Learners move from a passive to a 
more active learning style. (Step 4);
Shift the responsibility from the teacher to motivate, teach 
and assess learners, to the learners themselves. As 
responsibility shifts from teacher to learner, so the 
learner becomes increasingly more self-reliant and 
independent;
Build in personal responsibility for both decision-making 
and future behaviour.
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The learning context is characterised by simulated and actual 
work Interaction experiences where learners have the opportunity 
to grasp the negotiating mode of interaction.
More specifically, the following steps are focussed on in a 
disciplined reflection on learning experiences:
1. In the continuum of life experience the learner is asked to 






As this learning style becomes internalised the learner 
begins to make conscious decisions to stop and learn and does 
not need a "teacher" to structure the opportunity to do so.
2. The idea/attitude/event etc. is then more clearly identified 
and described. The question what is used extensively in an 
attempt to collect information.
3. Until the learner explores why such an experience occurred 
(or attitude prevails) the learning experience remains 
purely factual. In analysis why/how/why not, the learner 
comes to grips with the cause and effect of the experience 
and can then make an assessment for the future.
4. This step (i.e. to decide), too often ignored in the 
learning environment, gives rise to a commitment to either 
affirm or change the behaviour or attitude o.' the 
individual.
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It is thus clear that it is not simply a matter of "learning from 
experience". Learners have to
refer to a concrete experience as a starting point; 
develop responsibility for their learning;
- monitor their own development against themselves;
- move from a teacher-dependency to self-sufficiency in 
their learning; (i.e. learners develop confidence in 
themselves as sources of information through their own 
observation, experience, discussion and research);
not passively accept and respond to facts, ideas and
learning material as static and necessarily true, but
72 )to enquire and to challenge.
The experience-based learning process outlined above forms an 
integral part of the Work Orientation and Language Programme. 
The direct implication is that the structure of such a programme 
lies in the teaching/learning process, and not in the content, 
which needs to remain negotiable and flexible. Ihis does not 
mean that trainers could not develop materials in advance. A 
resource bank of materials has to be available before training 
starts - the content flexibility remains in how these resources 
are used to meet specific learner needs in specific contexts, 
which cannot be predetermined by trainers.
Furthermore, it is impossible to decide in advance on the finer 
details of a programme which has to deal with the many-faceted 
nature of the work adaptation process. Unplanned and informal 
learning forms a substantial part of the learning experience, and 
it is extremely difficult to record this type of learning for 
purposes of duplication in later programmes.
There are, nevertheless, clear-cut pointers as to what content 
should be included in a bridging programme aimed at black school- 
leavers. Below follows a brief diagrammatic presentation of the 
programme content, which is concluded with a more detailed 
description of the Language and Interaction component for which 
the author was responsible.
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7.2 PROGRAMME COMPONENTS
The programme components offered in the 3-month full-time 
programme are
- Work Orientation
Personal Development - Understanding of sub-cultures 
Clerical skills and office procedure 
Group functioning and process
- Self assessment and personal growth, and 
Language and Interaction
As is mentioned above, it is difficult to capture the richness of 
a programme in which informal learning forms a substantial part 
of students' experience; and where the learning process is 
characterised by continual Information giving and gathering, 
interpretation, analysis, challenge, reflection and decision­
making. Events outside the structured course components which 
add to students' learning experience include
- visits of observation to organisations;
visits to places of interest.in the city (e.g. the 
library, museum, beach front, etc.);
attendance at seminars, workshops and talks given 
elsewhere; and
participation in formal and informal social activities.
Speakers are also invited to talk about specific interests or 
concerns the students may have. Issues which have been 
addressed include health, nutrition, women's/worker rights, the 
role of trade unions, and the role and functions of the city 
council as part of the public sector. 'Successful' blacks from 
industry have also shared their experiences with students, and 




To broaden understanding of the nature and
functions of organisations and of the work DavineThaw(CIC)process.
•  ORGANISATIONAL STRUCTURE •
organ isa tiona l h iera rchy  
lines o f com m unication  
p o w e r re la tions
•  EMPLOYERS •
p u b lic  secto rs and  p riva te  secto rs  
le v e ls  & serv ic e s  g o o d s & serv ic e s
ca re e r gu idance  
jo b  seeking sk ills
•  JOB CREATION •
incom e expend itu re  a n d  con tribu tion  to  jo b  
crea tion  an d  m aintenance, 
b a s ic  de scrip tion  o f “s lu m p "a n d  “he a lthy"econom y
•  WORK EXPERIENCE AND REASONS FOR WORK •
p repa ra tion  fo r w ork experience  
one w eek w ork experience  
fe e d b a ck  a n d  analysis
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CLERICAL SKILLS AND OFFICE PROCEDURE
AIM
To maintain and further develop practical 
skills which are marketable in the clerical- 
administrative field; and to expand 
knowledge and awareness of the work 
process.
•  TYPING •
•  INTRODUCTION TO WORD PROCESSOR •
•  BOOKKEEPING •
•  FILING •
•  SWITCHBOARD & TELEPHONE TECHNIQUES •
•  BASIC OFFICE PROCEDURE •
e xp e rie n ce  th rough
□  s im u la te d  events, case  s tu d ie s  a n d  ro le  p la ys  
□  an a lys is  o f v id e o e d  ro le  p la ys
□  d iscu ss io n  o f a n d  p a rtic ip a tio n  in  m e e tin g  p ro ce d u re s  a n d  m inu tes tak in g  






•  THEORETICAL INPUT •
D e scrip tio n  an d  an a lys is  o f 
ass im ila tion  
b i-cu ltu ra tio n  
accu ltu ra tio n  
p lu ra lism
•  PRACTICAL INPUT •  (specific interests indicated)
□  re la tio n sh ip s  a n d  m arriage
□  s o c ia l in te ra c tio n  a n d  fo rm s o f a d d re ss  a p p ro p ria te  a t w o rk  
□  e tiq ue tte
□  a p p ro p ria te  d re ss p a tte rn s
□  le isu re  a c tiv itie s  
□  e d u ca tio n  system s  
□  p ro fe ss io n a l a n d  s o c ia l h ie ra rch ies.




To provide information about the different 
sub-cultures represented in the workplace 
and so increase black school-leavers’ 
potential effectiveness.
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GROUP FUNCTIONING AND PROCESS
AIM TRAINER
To develop awareness and skill in group
functioning, shared leadership and Anne Kroon (CIC)
leadership functions.
•  THEORETICAL INPUT •
□  W hat Is  a  g ro u p ?
□  W hat a re  th e  p u rp o s e s  o f a  g ro u p ?
□  W hat n e e d s  d o  g ro u p s  ha ve?
□  W ho ta ke s  re s p o n s ib ility  to r m e e tin g  th e se  n e e d s?
□  H o w  a re  th e  ne e d s  m e t?
□  W hat is  s h a re d  le a d e rsh ip ?
□  H o w  d o e s  it  fu n c tio n ?
Therefore group functions, leadership styles and functions
•  SKILLS PRACTICE •
A  v a rie ty  o f g ro u p  e xe rc ise s  a n d  a p p lic a tio n  to  p ro g ra m m e  issu e s  a n d  





To encourage self-assessment in order to Anne Kroon
enable personal responsibility for learning Davine Thaw
and development. (CIC)
•  THEORETICAL INPUT •
□  W hy d o  w e  n e e d  to  k n o w  o u rse lves b e tte r?
□  W hy s h o u ld  w e  le a rn  to  assess o u rse lves?
□  H o w  d o  w e  g e t to  kn o w  m o re  a b o u t o u rse lves?
□  H o w  d o  w e  le a rn  to  asse ss o u rse lves?
•  SKILLS PRACTICE •
A  va rie ty  o f e xe rc ise s  in  re sp o n se  to  in d iv id u a l a n d  p ro g ra m m e  n e e d s  e .g . 
“J o h a ri's  w in d o w ”; “P o s te r c o lla g e ”
(H o w  I s e e  m yse lf); “I  ca n  m ake s ta te m e n ts ";
"A  p e rfe c t d a y  to  p la n ”; “N o rm s a n d  U n iq u e n e ss" 
□ Programme e va lu a tion
THE LANGUAGE AND INTERACTION COMPONENT 73)
The main focus of the Language and Communication component was on 
the interactive process. A brief outline of the course is 
presented below. It is important to point out that the 
interactive process does not depend primarily on linguistic 
competence, but on the way in which individuals can use whatever 
linguistic abilities they have in English to cope with
interactive requirements in the workplace.
Furthermore, in the area of language training specifically the 
assumption was made that it is important for black school leavers 
to focus on strategies of learning during an orientation course. 
Blacks, as L2 speakers of English, have understandable language 
problems, and can ill-afford to say "I don't understand" in the 
workplace, or pretend to understand when they do not. They
therefore need to develop strategies for clarification which will 
not feed into existing negative stereotypes whites have of the 
abilities of black employees.
In brief, then, the objectives of the language course 
specifically are to develop the following skills which are 
central to coping with interaction and communication demands at 
work:
listening and clarifying skills 
speaking skills
effective skills for communicating across racial and 
status groups
reading for information skills 
work-specific writing skills
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• The first three skills, i.e. listening and clarifying, 
speaking and effective Interpersonal communication skills, 
include
- initiating discourse
keeping the lines of communication open, and 
74)- organising discourse
This also involves the analysis and understanding of 
prevailing stereotypes and attitudes in the workplace.
• Reading for information skills involve the extraction of key 
information and summarising skills.
• Work-specific writing skills include
message taking 
paraphrasing
logical ordering of information 
letter and memo writing 
report writing
The various aspects of the language course are integrated and 
reinforced through practical project work and through a thematic 
approach. For example, language skills are developed in the 
context of the principles of interpersonal communication. This 
approach is strengthened through themes which run concurrent with 
the different facets of interpersonal communication.
The first theme dealt with is "A Critical Assessment of the Value 
of Education and Training". Students work through a number of 
current readings on the state of education and training, and in 
the process develop a critical stance, and perhaps, an 
attitudinal shift in regard to the value of education and the 
realities of educational systems in South Africa.
106
An implicit (and at times explicit) aim here is to facilitate a 
more informed opinion about the value of education and training. 
It has been observed that black school-leavers have high 
aspirations and often experience intense frustration when they 
achieve what they consider a 'rite of passage' to employment and 
progress (i.e. a matriculation certificate or even a university 
degree). When there is very little progress, blacks often
believe the reason for thi3 to be discrimination. A strategy 
which seems to be used to counteract discrimination is to sign up 
for yet another course or degree. What is aimed at with this 
theme is therefore a shift from an over-concern with the product 
of efforts, to a concern with process. A useful side effect is 
that students start to realise that any educational or social 
'deficits' they may have are due to structural constraints, 
and not due to their inability to compete with white, Indian or 
coloured counterparts. The onus is, however, on them to bridge 
a gap they may not have had any part in creating.
Their project involves interviews with members of the community 
they have identified as the target group. The interviews are 
taped, transcribed and analysed in terms of
- information on attitudes they have gathered,
- effective communication strategies they have used, and
- barriers to effective communication.
Control is in the hands of students who design the questions they 
would like to ask.
The design of the questionnaire in itself offers an opportunity 
to practise a. unique language activity: in order to avoid
ambiguity, students need to anticipate possible interpretations 
and responses to questions. They need to 'prune' their 
questions in order to make them clear and unambiguous. 
Questions also need to be grouped and ordered.
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Other projects and themes include the following:
The theme "Women in Society" offers a different 'struggle' 
especially appreciated by women on the course who invariably have 
to cope with traditional role prescriptions. This theme also 
challenges certain preconceived role expectations men on the 
course may have of women.
The project students work on in this context is the presentation 
of personal histories of black women by whom they have been 
impressed. This entails the planning and execution of in-depth 
interviews, the writing up of information gathered, as well as 
the presentation thereof.
A useful consequence of this type of project is that students 
consciously choose black role models and, in an indirect way, 
analyse the personality traits of a person they admire.
Another important theme dealt with is "Employment", and, linked 
to this, "Urban Society" and "The Age of Technology". Here the 
emphasis shifts from communicating with people who are perceived 
to be alike, to people outside the students' community and 
training experience.
Practical project work here involves interviews with personnel 
managers with the explicit aims of
1) gathering information on
- expectations employers have of new employees,
- problems new employees experience in adjusting to the 
workplace, and
- problems specific to new black employees; and
2) analysing the interaction during the interview in terms of 
the effectiveness or otherwise of the interaction.
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A useful dynamic In this type of Activity is the role reversal 
which students experience - they do the interviewing whilst 
employers have to do the explaining.
A final activity on the Work Orientation and Language Programme 
is a seminar which deals directly with the black school-leaver 
and employment. Students work in pairs or groups and prepare 
papers for presentation. Different interest groups, including 
prospective employers, are invited to the seminar, and, once 
again, control is in the hands of the students who organise and 
present the seminar. The issues discussed at the seminar also 
become integrated in a newsletter which the students produce.
It is suggested that activities such as these have value in so 
far as they become instrumental in breaking down negative 
stereotypes employers may have of black school-leavers. The 
only possible limitation is that there normally is a small 
audience which is already well aware of factors which may affect 
black school-leavers * access to employment as well as their 
progress in the workplace.
109
8.0 SOME TENTATIVE CONCLUSIONS AND OBSERVATIONS
The basic assumption on which the Work Orientation and Language 
Programme is based is that it is pivotal for black school- 
leavers who enter the industrial work environment to develop a 
new approach to learning and, in the process, a strong sense of 
self-esteem. It is believed that this will give them the 
beginnings of individual control over their own development and 
their progress at work.
The realities of the workplace, however, suggest that a 3-month 
orientation course may not be sufficient, and that follow-up work 
with students who have been on the programme may be crucial for 
two main reasons. Firstly, students/new employees will need the 
support of trainers on the programme, and of the training 
organisation as a whole, while they go through the initial stages 
of adaptation. Secondly, they may need additional formal 
training input which will help them apply the experience-based 
learning model to the realities of their own work situation.
A real concern after two-and-a-half years of training and 
research is that we have perhaps conceptually over-prepared 
students for the workplace, and that this might have been at the 
expense of the development of 'hard' skills at times. They have 
to work alongside supervisors and fellow employees who give very 
little thought, if any, to the interactive process between black 
and white at work. Furthermore, it perhaps takes longer than a 
3-month orientation course to adapt to a completely new way of 
learning. The legacy of deferential behaviour of blacks, and 
the entrenched roles of white as superior and black as 
subordinate run deep and require constant effort and application 
on the part of individuals to work against the forces which 
determine the unequal power relations of black and white in the 
South African context.
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The detail contained in the analysis of the research conducted 
and the outline of an intervention programme must be seen in a 
particular light. The elements identified as constituting 
problems of black school-leaver adaptation are the specific 
consequences of group boundaries which over time have become 
formidably entrenched as perceptual realities in our society.
In most other societies, even in those in which segregation and 
group inequality exist, group boundaries are often sufficiently 
diffuse to allow the interpenetration of a degree of cultural 
learning. In South Africa, however, largely as a consequence of 
residential and educational segregation, the society has 
remarkably little in the way of a common "interactional" culture. 
The cleavages of everyday sub-cultures, furthermore, are most 
marked among the youth. The programme as outlined is an attempt 
to provide a partial corrective to this situation of "functional" 
alienation of black youth entering the industrial and commercial 
subculture. It can never hope to achieve the integration of the 
up and coming generation which most societies achieve more 
effectively by less formal and infinitely more pervasive 
processes.
In addition to the type of bridging programme we have suggested 
or prescribed, it is necessary that employing organisations 
become aware of the myriad specific effects on new black 
employees of the structures in our deeply-divided society. Here 
we are not only stressing the need for white supervision to 
become sensitive to the issues involved. Organisations can 
address the issue much more comprehensively. It is with these 
considerations in mind that we would suggest that wider political 
issues, such as separate education and group areas, are of 
intimate and legitimate concern to employers in South Africa.
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Notes
1. For the purposes of this report, Black Advancement means the 
conscious promotion of black people in organisations to 
occupy positions previously held by whites. Although black 
advancement often conveniently Includes the advancement of 
all race groups who are not white, black in this report 
refers to African blacks, unless otherwise specified.
2. See N. Cloete (1981).
Also J. Aitcheson (1983).
3. See, for example, D. Adler (1984).
4. Blacks predominantly fill positions in the semi-skilled and 
unskilled levels of the South African labour force. See 
Manpower Survey, Supplement to Financial Mail, August 27, 
1982.
See also Department of Manpower, National Manpower
Commission: Report of the National Manpower Commission for
the period 1 January 1982 -31 December 1982. HP 45/83.
5. The Group Areas Act of 1950 determined separate living areas 
for the different race groups, which entailed separate 
education and differential per capita expenditure on 
education. See L. Schlemmer (1981).
6. H. McCarthy and L. Schlemmer (1984).
7. See, for example,
- P. (Callaway (Éd.) (1984).
- K. Hartshorne (1983).
- A.J. Gilbert (1982).
- M. Bot (1985).
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8. D. Adler (1984) refers to the irremediable disadvantage of 
a system which is segregated from other educational systems, 
and gives an insightful analysis of some of the negative 
consequences, especially with regard to the adaptation 
process in the workplace.
9. White Paper on the Report on High-level Manpower in South
Africa, 1981: Pretoria, Government Printer.
Also see E. Morran and L. Schlemmer (forthcoming).
10. D. Myers (1979).
11. See, for example, N.E. Wiehahn (1985) 
and
B. Chalmers (1985).
12. 7th Report on thé Signatory Companies to the Sullivan 
Principles. Prepared for Rev. H.L. Sullivan by Arthur D. 
Little Inc. 1983.
13. See K.B. Hofmeyr (1981).
14. See, for example, A. Foxcroft (1983).
15. This is also largely supported in Hofmeyr's research.
16. One black respondent referred to the "box communities" the 
State has created through segregation. He maintained that 
we cannot create 'boxes' and then expect a person leaving his 
or her black community to communicate effectively in what is 
essentially a white business world.
Also see L. Human 1981(a) and 1981(b).
17. See Note 1 for a definition of Black Advancement.
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18. W.L. Baqwa (1981).
19. E. Mafuna (1981).
20. See, J.C. Thompson and G. Godsell (1981).
Also, R Erwee and C.D. Pottas (1982).
21. We are referring here to 'cultural' differences which are 
brought about by socio-economic conditions prevalent in black 
townships.
22. D. Webster (1976).
23. A. Vilakazi (1983).
2 4 .  S e e Appendix 1(a).
25. The non-technical skills included in the table were selected 
from the overall responses of the total sample. 
Specifically, the table includes only the results where there 
were differences of more than 20% between criterion group and 
the sample group.
26. See Appendix 1(b).
27. See Appendix 1(c) for a detailed description of the factor 
items.
28. Fifty-nine percent of supervisors gave "To be honest and have
integrity" a score of 10, while 86 % scored this item 8, 9
or 10. Thirty Percent of supervisors gave "To be willing to 
learn from others" a score of 10, while 72% scored this item 
8, 9 or 10.
29. It will be recalled that employers regard the lack of a 
•trainable base' and 'traditional culture' as the two major 
barriers blocking the advancement of blacks in organisations.
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30. See, for example,
- M.E. Nasser (1980 and 1981*). 
and
- A.B.I. McWilliam Smith (1981).
31. In order to explore adaptation problems and typical 
interactional situations in the workplace, the researcher 
actually became a new employee in one of the maj<jr banks in 
Durban. See H. McCarthy (1983).
32. For a more detailed description of the specific skills 
required for adaptation, see H. McCarthy (1983).
33. In general, they feel that they are kept in departments like 
Savings and Telling because they serve a useful function of 
'dealing with' their people.
34. A modified version of Kelly's Repertory Grid Technique was 
used. Respondents had to identify 'significant others' in 
the workplace; identify similarities and differences between 
these role-figures, and rate each individual on each 
construct; express feeling reactions to the role-figúres; and 
rank order positive and negative feelings experienced during 
a working day. See Appendix 2.
35. The theory is concerned with the assessment of the types of 
mental images which become personal constructs and the 
development of these through personal everyday experiences. 
Constructs are therefore not seen as static, but as ways in 
which people can verify their perceptions of reality and also 
as ways in which they can alter their circumstances for their 
own advancement. The model underlying Kelly's construct 
theory is his view of 'man the scientist' who seeks to 




- D. Bannister (Ed.) (1977).
36. See Appendix 2.
37. One hundred and ninety nine new employees from three 
different race groups (Africans N=100; whites N=52 and 
Indians N=47) comprised the sample. Respondents had at 
least one year's work experience and not more than five.
38. For the identification of salient constructs, simple response 
frequencies were obtained for each construct category. 
Initially the total number of individually-defined constructs 
was well over 200. These were hand-sorted into 32 somewhat 
broader categories and labelled appropriately. Three 
independent researchers, representing each of the ethnic 
groups concerned, evaluated the categorisation procedure.
Other procedures used were 1) a method similar to that used 
in a chi-squared analysis; and 2) multiple regression 
procedures.
39. The high response frequency on the construct 'social 
supportiveness' indicates that the role figures new black 
employees chose, were chosen at least a quarter of the time 
on the basis of the social support they give.
40. See note 30.
41. Compare, for example, the most important constructs for the
white and Indian group: 'competence at work', 'accommodation
of others', and 'social integration'.
42. See H. Griesel and L. Schlêmmer (1984).
4 3. See B. Hirson (1981).
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44. Matthews, quoted in Hirson (1981) writes as early as 1935
that blacks prefer English as medium of instruction - "they 
sent their children to school...to town to read and write 
English and to assimilate some of the white man's ways of 
doing things" (p. 224). The picture has not changed.
Furthermore, economic considerations have made it absolutely 
necessary that blacks learn one or both official languages 
while still at school.
With the Bantu Education Act 0  954) under the new National 
government, blacks reacted sharply against mother tongue 
instruction which they considered would be inferior 
education. About twenty years later the language issue at
black schools triggered wide-spread school unrest. The 
reason for this was that Afrikaans was to be introduced as 
medium of instruction. English was regarded as the main 
language of commerce and industry, the lingua franca in 
larger towns, an international language and the language used 
in the more sympathetic newspapers. See Hirson.
45. C. Brumfit (1978).
46. See J. K. Chick (1984).
47. For an analysis of barriers to horizontal levels of 
communication see E.M. Rogers (1976).
48. Group 1 : N=25, and Group 2 : N=30.
49. The criteria used for assessing language competence were 
adapted from Carroll's (1980) "Interview Assessment Scale". 
See B. J. Carroll (1980).
50. See M. Seneque (1984).
51. See T.S. Magojo (1984).
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52. Trainees of the second Work Orientation and Language 
Programme wrote essays on their expectations of their pending 
one-week work experience which formed part of the programme.
53- The essays were content-analysed and these issues were raised 
by at least 75% of the trainees.
54. Thirty-six trainees on the Community Services Training
Programme (Durban: Centre for Applied Social Sciences)
responded to six open-ended questions directed: 1) at their
perceptions of blacks' attitudes to English and Zulu; 2) at 
appropriate choice of language in different situations; and
3) at characteristics which can be ascribed to the two 
languages. Written responses were content-analysed.
55. Respondents regarded 'diluted' Zulu as distinct from 'tsotsi
taal'. It is also regarded as a 'gentler' and 'softer' 
version of Zulu where the last syllables are often dropped 
and consonants are not pronounced as 'harshly' and 'proudly' 
as in traditional Zulu. This variety of Zulu
characteristically also includes words and phrases borrowed 
from English.
56. Blacks between the ages of 18 and 30, who are employed (or
have been employed in the past), speak Zulu as their mother 
tongue, and have a working understanding of English, were 
interviewed. N = 90 responded to the questionnaire in
English and N = 96 in Zulu, because differences in attitudes 
were expected, depending on the language in which respondents 
were interviewed.
57. Trainees on the Community Services Training Programme
(referred to in note 54) elaborated on the reasons for blacks 
using English words and phrases, and preferring to speak 
English when drinking.
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58. See L. Human (1981(a) and 1981(b)).
59. See A. Memmi (1965).
60. Sylvia Magojo was mainly responsible for this study. 
Professor Theodor Hanf also offered valuable assistance with 
the design of the questionnaire.
61. There are a vast number of academic articles and newspaper
reports which describe the conditions prevalent in black 
schools. For a thought-provoking analysis of black 
education, see P. Kallaway (Ed.) (1984).
62. See, for example, M. Bót (1985) and A. Gilbert (1982).
63. K. Hartshorne (1983).
64. See, for example, L. Schlemmer (1983).
65. Although it can be argued that this would have influenced the 
results, the principals were all genuinely concerned about 
the situation in black schools, and as a result were very 
cooperative. We doubt, therefore, if they would have chosen 
inappropriate teachers and pupils for the focus group 
discussion.
66. See note 60.
67- See T. Morphet and A. Schaffer (1983).
68. Ibid.
69. See P. Kallaway (1984) pp 28/29 for an overview.
70. The Work Orientation and Language Programme is a 3-month
full-time programme which is offered at the Career
Information Centre.
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71. Although we regard this conceptual distinction between 
'education' and 'training' as important, the word 'training' 
is used in the discussion of the programme, and has to be 
taken to mean both.
72. See, Davine Thaw, "Making Learning Tasks More Meaningful.
A Case Study: The Work Orientation and Language
Programme", Durban: Centre for Adult Education, University
of Natal, June 1984 (unpublished manuscript).
73. This section is duplicated from H. McCarthy and L. Schlemmer 
(1984).
74. Mervyn Ogle (1984) "Intercultural Communication and ESP: 
The Development of suitable methods and materials". 
Honours project, Department of General Linguistics and 
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Checklist No. 1 
Checklist No. 2
Appendix 1




The following is a list of specific non-technical skills black school- 
leavers might need in order to be successful in the work situation. We 
would like to solicit your opinion as to how important these skills are 
to an enployee's success. In this regard, please rate each of the 
following statements as either
1. very important to be successful
2. good, but not important to be successful
3. not important to be successful
by circling the number which corresponds to your view.
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Black school-leavers/new employees
The following is a list of specific non-technical skills you might need 
in order to be successful in the work situation. Please rate each of 
the following statements as either
1. very important to be successful
2. good, but not important to be successful
3. not important to be successful
by circling the number which fits your view.
For Example:
Good clothes are important 1 2 3
(In this example the respondent considered the statement as good, but 
not important to be successful.
It is important to remember that this is not a test, and there are no 
right or wrong answers. We are interested in your personal view of the 
importance of these skills. You do not have to write your name on the 



















To have a sense of humour
To listen attentively when spoken to
To have business know-how
To be able to do things now and also keep the 
future in mind
To have the will to succeed
To be able to work in a group
To speak English easily
To be able to influence others
To judge others correctly
To be able to guide others
To be firm in your decisions
To give clear instructions
To accept responsibility
To understand and use information you get
To act like a father to people under you
To be willing to change your ways of doing things
To be able to get across to people what you
really mean 1
To work for the interest of your company rather 
than for yourself 1
128
19. To judge situations correctly 1 2 3
20. To be willing to learn 1 2 3
21. To realise that supervisors know best 1 2 3
22. To follow best orders without checking whether 
you know exactly what to do 1 2 3
23. To work for personal advancement rather than the 
success of the company as a whole 1 2 3
24. To have intelligence 1 2 3
25. To be able to solve conflicts or disagreements 1 2 3
26. To do what you are told 1 2 3
27. To use facts, not beliefs, for making decisions 1 2 3
28. To plan in your head 1 2 3
29. To be able to do things on your own without 
being told to do them 1 2 3
30. To think of all alternatives before doing 
something 1 2 3
31. To use special skills of people working for you 1 2 3
32. To remain calm when things go wrong 1 2 3
33. To be able to take immediate action when it is 
needed 1 2 3
34. To trust people 1 2 3
35. To get people's attention when speaking 1 2 3
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36. To be able to look ahead and see the necessary
steps towards achieving a goal % 2
37. To listen to and use the suggestions of others 1 2
38. To insist that others listen to your ideas
when you think it is needed 1 2
39. To have a pleasing manner when you work with
others 1 2
40. To take part in discussions 1 2
41. To be honest 1 2
42. To be able to work on your own without help 1 2
43. To complete a job within a fixed time period 1 2
44. To mix socially with all the people you work
with 1 2
45. To think of others before your think of yourself 1 2
46. To have time in the work situation for self
development 1 2
47. To know the organisation you work for well 1 2
48. To use appropriate language 1 2
49. To do things the way you are told even when you
are not sure it is the right way 1 2
50. To have good manners 1 2



















Appendix K b )
SUPERVISORS' ANALYSIS OF CLERICAL EMPLOYEE CHARACTERISTICS
In order to help us in the design of training programmes, we are 
interested in establishing the characteristics supervisors consider to 
be inportant in clerical/administrative employees. Please give points 
out of 10 to each of the following characteristics.
A score of 10 means the characteristic, is absolutely essential whilst 
a score of 1 means the characteristic is of little/no value in the 
office setting.
NOTE; You should give more or less 5 out of 10 to all those which 
are important but not very important or essential.
Score out of 10
To consider all options before acting 
To be sensitive to others' feelings 
To work for the benefit of the team 
To have good written English
To understand how specific tasks fit into the 
overall running of the organisation
To listen and use suggestions of others
To cope with responsibility
To be sociable and easy to get on with
To have a sense of humour
To remain calm when things go wrong
To be able to work under pressure
To be content to start at the bottom
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Score out, of 10
To ask questions when appropriate ...........
To offer suggestions and new ideas ..........
To be clear and precise when communicating
with others ...........
To appreciate supervisors' efforts ....... .
To be able to look ahead and see the
necessary steps towards a goal ...........
To be quick and responsive to requests ...........
To diBcuss work-related problems ...........
To work accurately ...........
To be well-groomed ...........
To show respect for superiors ...........
To have a good command of spoken English ......
To work without constant supervision ...........
To be willing to learn from others ...........
To be quick to grasp or learn new tasks
and situations ...........
Td be punctual ...........
To be able to resolve personality conflicts ...........
To have good manners ...........
To be willing to put in extra effort in order
to conplete a task ...........
To be well-spoken and have a good accent ...........
To be clever
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Score out of 10
To have a flexible approach to doing things ..........
To work neatly and tidily .....7.,..
To be honest and have integrity .......
To understand exactly what is required before
proceeding ..........
To be well-qualified ..........
To be bright and cheerful ..........
To be eager to work ..........
To have good listening skills ........
To understand and use information given ........
To work for personal advancement ......... .
To respect company property and time ...........
To be quiet and self-contained .......
To follow instructions without question ..........
THANK YOU FOR YOUR CO-OPERATION
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Appendix 1(c)





1. Honesty and Integrity Factor 1*0
Constituent Checklist Items;
To be honest and have integrity N/A
2. Role Responsibility and Coping Factor
Constituent Checklist Items:
To be willing to put in extra effort
in order to complete a task «72
To understand exactly what is required
before proceeding .72
To understand and use information given «65
To be eager to work .60
To respect company property and time .53
To be quick and responsive to requests -50
To ask questions when appropriate .43
To cope with responsibility .43
To work accurately .41
To work for the benefit of the team .40
To understand how specific tasks fit 
into the overall runnning of the 
organisation -40





3. Willingness to Learn from Others Factor
Constituent Checklist Items:
To be willing to learn from others N/A
4. Decisiveness and Tenacity Factor
Constituent Checklist Items:
To be able to work under pressure .62
To remain calm when things go wrong .62
To be clear and precise when
communicating with others .56
To be quick to grasp or learn new tasks
or situations .50
To work without constant supervision .43
To cope with responsibility .41
5. Conformity and Propriety Factor
Constituent Checklist Items:
To show respect for superiors .71
To be punctual .54
To be well-groomed .50
To be content to start at the bottom .47
To discuss work-related problems .42












To consider all options before acting .50
To have a flexible approach to doing
things .46
7. Language Communication and Presentation Factor
Constituent Checklist Itemsi
To have good written English .70
To have a good command of spoken English .66
To be well-spoken and have a good accent .58
To have good listening skills .42
To have good manners .41
8. Interactional Facility Factor
Constituent Checklist Items
To have a sense of humour .71
To be sociable and easy to get on with .61
To offer suggestions and new ideas .61
To listen and use suggestions of others .55
To appreciate supervisors' efforts .44
To ask questions when appropriate .43
To have good listening skills .42








Modified Kelly's. Repertory Grid Technique
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EXERCISE 1 : SIGNIFICANT OTHERS
(a) Write down the names of the  people you come in to  co n tac t  with a t  work 
o r  in t r a in in g .  Also w r i te  down each p e rso n 's  work p o s i t io n  and what 
t h a t  person i s  o r  does .
NAME POSITION AND DUTIES RACE SEX
(b) Write the  same names of ca rds .
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E x e rc i s e  2 ( a )  MAYS IN WHICH PEOPLE ARE ALIKE AND DIFFERENT
GRID I
PEOPLE
1 2 3 4 5 6 7 8 9 10 CONSTRUCT CONTRAST
R a t i n g s : 5 v ery  ( f r i e n d l y )
4 f a i r l y  ( f r i e n d l y )
3 both  ( f r i e n d l y  and u n f r i e n d l y )  
2 f a i r l y  ( u n f r i e n d l y )
1 v ery  ( u n f r i e n d l y )
uo
Exercise 2(a) (contd.) WAYS IN WHICH PEOPLE ARE ALIKE AND DIFFERENT
Roles: Ways in which people are a like : Opposite Role: Reason:
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With whom o f  th o s e  p e o p le a l  read y  id e n t i f i e d  a r e  you m ost l i k e l y  
to  f e e l :
comfortable ...................................... uncomfortable ..............................
happy ................................................... unhappy ..........................................
secure ................................................. insecure ......................................
liked .................................................. d isliked  ........................................
trusted  ............................................... not tru sted  ................................ .
understood ......................................... not understood ............................
successful ......................................... unsuccessful ................................
accepted ............................................. rejected  ......................................
integrated ......................................... iso la ted  ......................................
goal orientated .............................. not goal orientated ................
confident ........................................... not confident ............................
relaxed .............................................. anxious ........................................
im p re s s iv e n o t  im p re s s i v e
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EXERCISE 4 (a)
RANKING OF POSITIVE FEELINGS: RANK THE FOLLOWING FEELINGS FROM THOSE MOST











in tegrated  ..........
goal o rien ta ted  ..........
confident ..........
relaxed ..........
im p re s s i v e  .........
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EXERCISE 4 (b)
RANKING OF NEGATIVE FEELINGS: RANK THE FOLLOWING FEELINGS FROM THOSE












not goal orientated ..........
not confident ..........
anxious ............







CENTRE FOR APPLIED SOCIAL SCIENCES 
UNIVERSITY OF NATAL 
DURBAN
QUESTIONNAIRE FOR TEACHERS
A group of Educational researchers from South Africa and 'Germany are 
working on a p ro ject which hopes to make recommendations to improve 
education. Me believe th a t teachers’ opinions are  of g reat importantance 
and would appreciate yours. Answers are completely con fiden tia l.
Answers of individuals are added together in the computer according 
to  groups lik e  sex, age groups, e tc . and not ind iv iduals. We do 
not need your name or the name of your school. Please feel free  to
say whatever you feel ----  there is  no rig h t or wrong answer. Some
questions may appear to you as not important. Please be so kind and 
answer them —  they can be very important fo r s ta t i s t i c a l  reasons.
Thank you fo r your time.
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1-18 About influence on children; please te l l  me whether you agree or disagree with each of the following statements:
AGREE DISAGREE
1 A ch ild 's  natural a b i l i t ie s  are more important for his/her success than a ll the work of a qualified teacher 1 2
2 If  a child is from a bad family background, there is l i t t l e  the school can do to make things bette r 1 2
3 On the whole, children are more influenced by what other children say than by what th e ir teachers say 1 2
4 Whether a child is  good or bad in English or Maths depends very much on the quality of the teacher 1 2
5 Whatever a teacher says in class is  not as important as what children hear and see on radio and television 1 2
6 A pupil who asks too many questions is  usually a trouble maker 1 2
7 Political thinking is  not righ t for pupils a t school 1 2
8 Although the quality of a teacher is important, he/she does not really  have much influence on character building 1 2
9 Even i f  a ch ild 's  family background is bad, a good teacher can make up for that 1 2 I
10 Even under very bad conditions a t school, a dedicated teacher can achieve a lo t to make children succeed in l i f e 1 2
11 Children may be strongly influenced by the ir friends and classmates, but will in the end lis ten  to a good and mature teacher 1 2
12 Although radio and telev ision  may have a strong influence on children, a good teacher can set a lo t of things stra igh t 1 2
13 I t  is  only natural and proper tha t pupils should s ta r t  thinking about po litics 1 2 !

















15 Children have l i t t l e  to offer of th e ir  own - they have to be shaped by th e ir  teachers 1 2
16 The main thing for pupils to do is  to concentrate in class and remember what they are taught 1 2
17 Children grow up too early these days 1 2
18 One should not be too harsh but children have to be broken in and taught discipline 1 2 _ l
19-41 Here are a number of things children can learn a t school. Tell me whether a person like yourself thinks these are very important, important, or not important fo r children to learn a t school.
VeryImportant Important NotImportant
19 to work for se lf  advancement 1 2 3
20 to have good manners 1 2 3
21 to be fluen t in English 1 2 3
22 to be honest 1 2 3
23 to be re liab le 1 2 3
24 to be easy to get on with 1 2 3
25 to show respect for superiors 1 2 3
26 to make peace when people quarrel 1 2 3
27 to s ta r t  things without being told to do so 1 2 3
28 to obey 1 . 2 3
29 to be w illing to learn from others 1 2 3
30 to ask in te llig en t questions 1 2 3
31 to lis te n  to unfair criticism s without showing you are angry 1 2 3
32 to work without constant super­vision 1 2 3






















34 to work for the benefit of the team 1 2 3
35 to keep quiet when told to 1 2 3
36 to become curious and in te r­ested in life 1 2 3
37 to enjoy school 1 2 3
38 to develop a richer, more varied personality 1 2 3
39 to learn to persevere and battle through 1 2 3
40 to learn to remember and memorise facts 1 2 3
41 to appreciate that one is nobody unless well-educated 1 2 3
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42-53 Here are some impressions people may have of teachers. Please te llme whether you agree or disagree with each of the following statements.
AGREE DISAGREE
42 I t  is a p ity , but most students do not tru s t th e ir  teachers 1 2
43 Many teachers are afraid to teach older students 1 2
44 Unfortunately principals do not give enough support for teachers 1 2
45 Teachers often punish children in order to show tha t they are in control 1 2
46 An important thing which really  matters in teaching is to get the students through the examinations 1 2 1
47 Often the hardworking teachers have to make up for the lazy ones 1 2
48 Unfortunately too many teachers cheat sometimes with exam papers 1 2
49 Teachers sometimes lose control in class and feel helpless 1 2
50 Many teachers feel students should be punished when they don't follow instructions 1 2
51 Quite a few teachers take a drink during school hours 1 2
52 On the whole most teachers like  the ir jobs 1 2
53 A teacher has to be very strong and firm to control a class these days 1 2
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54-69 What we hope fo r is  one th ing , but what rea lly  happens is  often d if fe re n t. Think of your present students. Do you think the following is  true fo r most of your students, or not?
True fo r most Not true  fo r most
54 They work fo r self-advancement 1 2
55 They are rude to  teachers 1 2 1
-56 They are flu en t in English 1 2
57 They do not want to learn  from teachers 1 2
58 They are hardworking 1 2 1
59 They ask in te ll ig e n t questions 1 2
60 They are punctual T 2
61 They keep qu ie t when to ld  to 1 2
62 They work only with constant supervision 1 2
63 They are d if f ic u l t  to  get on with 1 2 1
64 They s ta r t  things without being to ld  to  do so 1 2
65 They do not want to l is te n  to critic ism s 1 2
66 They are re liab le 1 2
67 They work fo r the benefit of the team 1 2
68 They make peace when people quarrel 1 2
69 They show respect fo r superiors 1 2 _ l
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70. Here is  a picture of how students can feel about school-life in South Africa.
Which face shows the way most students feel about l if e  a t school now?
(READ AND POINT TO FACES):
The face a t the top is  of students who are very happy with l i f e  a t school
The next face is of students who are ju s t happy but not very happy a t  school
The next face is of students who are not happy but also not unhappy - they are in the middle
The next face is of students who are unhappy with l ife  a t school








w 5. Angry andimpatient
6. Refuse
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71-75 Here are some impressions teachers may have of parents. Please te l l  me whether you agree or disagree with each of the following statements.
AGREE DISAGREE
71 Most parents are not interested in howsuccessful the ir children are a t school 1 2
72 Most parents are unable to a s s is t  the irchildren with schoolwork 1 2
73 Most parents I know have reasonableauthority over th e ir  children 1 2
74 Fortunately most parents like to beadvised by teachers 1 2
75 Most parents are interested in whatthings th e ir  children learn a t school 1 2
76 What kind of principal do you think would be good in your school? Choose between the following:
1 a principal who decides a f te r  getting guidance from teachers and students
2 a principal who makes his own decisions and guides his teachers and students




What things must be improved f i r s t
What things must be improved a fte r that - second? __





80-89 Now I would like  you to  think of your job as a teacher. Please t e l l  me how you feel about your job by marking £es or no fo r  the following statements:
YES NO
80 If  I had the opportunity, I would have preferred another job 1 2 | t o
81 I would lik e  to teach In a d iffe ren t school 1 2 l i
82 On the whole I am sa tis f ie d  with our principal 1 2 1 12
83 Although everybody would l ik e  to  earn more money, my present salary  Is  almost as good as I t  should be 1 2 | 13
84 If  I have the opportunity, I would like  to  work In another country 1 2 1 14
85 I don 't think there Is much chance for promotion In iqy job 1 2 Í 16
86 I have no Intention to stay  In my present job forever. One day I w ill work for 
my se lf 1 2 1 16
87 I t  does not rea lly  m atter which p o litica l group my colleagues belong to ,  as long as they behave correctly  and are co-operative a t  school 1 2 j 17
88 I would lik e  to get a job in commerce or industry one day 1 2 1 18
89 I t  does not rea lly  m atter which tr ib a l group my colleagues belong to , as long as they behave correctly  and are co-operative a t  school 1 2 19
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90 Here is  a picture of how teachers may feel about working a t a school in South Africa.
Which face shows the way most teachers feel about l i f e  in schools now?
(READ AND POINT TO FACES):
The face a t  the top is  of teachers who are very happy with l if e  a t school
The next face is  of teachers who are ju s t happy but not very happy a t  school
The next face is  of teachers who are not happy but also not unhappy - they are in the middle
The next face is  of teachers who are unhappy with l if e  a t  school
The la s t  face is of teachers who are angry and impatient with l if e  a t school
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91-100 The fo llow ing  are opinions which people express from time to time. 
Please t e l l  me whether you agree or disagree with each of the 
fo llow ing statements.
AGREE DISAGREE
|
91 Before one s ta r t s  something, one 
should know whether i t  w ill work 1 2
92 Even average people can advance i f  they 
help each other 1 2
93 I try  hard to l iv e  my d a ily  l i f e  
according to the teachings o f my 
re lig io n 1 2
94 When I th ink  o f how my parents lived , 
I feel that I am better o ff  than 
they were 1 2
95 I t  does not matter whether they are 
r ich  or poor, I  feel very c lose to 
people o f my language group 1 2
~ I
96 Going to church i s  one of the more 
important th ings in  my l i f e 1 2
97 With blacks in  t h is  country there is  
a small m inority  which is  very r ich  
and a la rge  m ajority which i s  poor 1 2
98 I feel uncertain and fearfu l about 
my future 1 2 ~ 1
99 I believe in  a l i f e  a fte r death, 
where good people w ill be rewarded 
and bad people w ill be punished 1 2
100 I t  does not matter whether they are 
r ich  or poor, I feel very c lose to 
people who are black 1 2
± 1
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101 Imagine a group of people with common goals and common in te re s ts .  
When a serious c o n flic t a r is e s ,  the people in  the group have very 
d iffe re n t ideas about how to deal with th e  c o n f lic t .
WITH WHOM OF THE FOUR PEOPLE WOULD YOU AGREE MOST.
One man says, " I f  we cannot come to terms, i t  i s  
better to s p l i t  the group so that each part can work 
on i t s  own”.
1
A second person says, " I 'd  rather give in that spoil 
the group". 2
The th ird  one says, “We should continue to ta lk and 
everybody should give in a b it  so that an agreement 
can be reached".
3
The la s t  says, " I  am absolute ly certain  I am righ t. 
I ' l l  never give in , but w ill rather break up the 
whole group".
4







ind iv idua l e ffo rt 1 1
education 2 2
experience 3 3
connections 4 . 4
heritage 5 5
luck 6 6
t r ic k s 7 7
doing what you are told 8 8
find ing  new ways of doing th ings and 




104 Imagine you win a lo t  of money. Which of the following would you lik e  to  do most? (Tick only one.)
buy a p lo t or house 1
buy a car or fu rn itu re 2
s ta r t  your own business 3
put i t  in a bank a t  a good in te re s t  ra te 4
buy smart clothes 5
donate money to welfare 6
go on an in te re stin g  holiday 7
give a present to  someone you love 8
en terta in  friends 9
s ta r t  a good lib rary  of books 10
buy equipment to s ta r t  an in te re stin g  hobby 11
3 4 -3 5
105 I f  you had the opportunity, which of the following would you lik e  to do most. (Tick only one.)
go to another school 1
find a job in industry 2
improve your qualifica tions 3
become self-employed 4
stay a t  home 5
work in another country 6
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106 Who do you t ru s t  the most? (Tick only one.)
re la t ive s  and fam ily members 1
neighbours 2
colleagues at school 3
your principal 4
close  fr iends 5
nobody 6
107-115 The fo llow ing are once again fe e lin g s  people sometimes express. 
Please t e l l  me whether you agree or d isagree with each of the 
fo llow ing  statements.
AGREE DISAGREE
1 1 S»
107 There are not many things someone l ik e  me 
can do to improve the liv e s  o f people 
around me 1 2
108 I do not th ink my children w ill have the 
chance in  future to liv e  as viell as I do 
now 1 2
1 1 »
109 I  d on 't  care whether my neighbour belongs 
to my own t r ib a l (ethnic) group or to 
another 1 2 □  40
110 l e a n  be happy and enjoy l i f e  without 
b e liev ing  in  God or any god 1 2
□  „
111 When I th ink  about people who l iv e  in  the 
r ich  parts of the c ity ,  I think I have 
the r ig h t  to l iv e  l ik e  them 1 2
1 1 42
112 If-one  t r ie s  to change th ings, one find s 
that th ings generally get worst 1 2
1 1 «
1.13 With blacks in  t h is  country there are not 
many who are very poor or very r ich 1 2
1 1 44
114 Over the la s t  ten years the gap between 
r ich  and poor blacks has widened 1 2
1 1 4S
115 The re lig io n  of our African ancestors is  
stronger than Christian  re lig io n 1 2
1 1 «
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Other estab lished C h rist ian  (DRC, 
Presbyterian, Lutheran) 4
A frican  Sep. Churches (Zion, 
Eth iopian, Non-European Sects) 5
European Sects (Aposto lic/Baptlst/ 
Fu ll Gospel, etc.) 6
I I *■>
117-119 Which newspapers do you read regu la r ly ? Maximum o f 3.
Rand Da lly  Mail 1
Natal Mercury 2
D a ily  News 3






120 For how «any years have you lived  in  a large city/town? 
Number o f years
1 - 3 1
4 - 6 2
7 - 9 3






























125-129 What language do you use most when you are
Zulu E n g lish A f r ik . Other
125 a t  home 1 2 3 A
126 v i s i t i n g  f r ie n d s 1 2 3 4
127 w ith  your w ife/husband/ 
boy o r  g i r l f r ie n d 1 2 3 4
128 reading 1 2 3 4






130 For how long  have you taugh t?
1 Le ss than 1 yea r
2 1 - 3  years
3 4 - 6  years
4 7 - 9  years
5 10  years and above 61
131 How o ld  are you?
1 1 8 - 2 4  yea rs
2 25 -  29 years
3 30 -  34 yea rs
4 35 -  39 years
5 40 yea rs  and above
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132 Please t ic k  your h ighest q u a lif ic a t ion
1 No post-school q u a lif ic a t io n s
2 PTC (Primary Teachers' C e rt if ica te )
3 STD (Secondary Teachers' Diploma
4 JPTC (Junior Primary Teachers' C e rtifica te )






CASS.19/84 LANGUAGE USE Questionnaire No.1
STRICTLY CONFIDENTIAL
Centre fo r  Applied Social Sciences 
U n ive rsity  of Natal 
Durban
A SURVEY OF BLACKS' PERCEPTIONS OF LANGUAGE USE 
Ju ly , 1984
OFFICE USE ONLY: 
CHECKED:
CODED:
Good day. My name i s _____________________________  I greet you. I am
from the U n iversity  of Natal.
We are studying the way languages are used so that we can make some 
recommendations about how they should be taught at school. We believe 
that opinions of people lik e  yo u rse lf are of great importance and would 
l ik e  to know what you think. Answers are completely con fid en tia l. Answers 
of ind iv id ua ls  are added together in  the computer according to groups lik e  
sex, age groups, e tc ., and not in d iv id u a ls . We do not need your name. 
Please feel free to say whatever you feel -  there i s  no r igh t  or wrong 
answer.
Thankyou fo r  your co-operation.
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• Which language do blacks lik e  you, LIKE to use when 
14-21 s Peak t 0  the lowing blacks:



















14 very c lose  friends 1 2 3 4
15 g ir lfr ie n d /w ife  or boyfriend/husband 1 2 3 4
16 members o f th e ir  family 1 2 3 4
17 neighbours 1 2 3 4
18 ch ildren  in the neighbourhood 1 2 3 4
19 young people th e ir  age in the neighbourhood 1 2 3 4
20 fr iend s they meet at parties 1 2 3 4
21 old people in  the neighbourhood 1 2 3 4
•
22-26
Which language do you use most often when you
22 count 1 2 3 4
23 pray 1 2 3 4
24 make jokes 1 2 3 4
25 in su lt  people 1 2 3 4
26 ta lk  to you rse lf when you are angry 1 2 3 4
ê
27-29
Think o f the languages used in the media, 
these languages do you prefer when you
Which of
27 lis t e n  to the radio 1 2 3 4
28 read newspapers 1 2 3 4






















30 Which of the fo llow ing do you feel you rse lf to be? 
(READ OUT CATEGORIES)
1 A person who i s  f u l ly  of the c ity  whose l i f e  
and future is  in the c ity
2 A person whose real place i s  in  the rural area 
but who has to work in the c it y
3 A person who i s  changing from a rural person 
to being a c it y  person
31 Taking a l l  th ings together., how sa t is f ie d  are you with 
your l i f e  as a whole these days? On the whole would 
you say you are very sa t isf ie d ,  sa t is f ie d ,  d is sa t is f ie d ,  
or very d is s a t is f ie d ?
(READ OUT CATEGORIES)
1 Very sa t is f ie d
2 Sa t is f ie d
3 D issa t is f ie d
4 Very d is sa t is f ie d
5 Neither sa t is f ie d  nor d is sa t is f ie d














Which language do people lik e  you think i s  best to use 
when they speak to the fo llow ing blacks:
(CIRCLE THE APPROPRIATE HUMBER)
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people below you at work
people in buses or tra in s
people to do with adm inistration and 
government o ffice s
people in courts
people you meet when shopping
teachers
medical people










































1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5


















• The fo llow ing ere some fee lings people lik e  you hsve 
4 4 -5 4  about the use of English.













Educated blacks find  i t  easier to 
express themselves in English  than 
Zulu
1 2
Speaking Eng lish  to fe llow  blacks 
is  a sign  o f being educated 1 2
Blacks who speak English  make those 
who cannot speak English  feel less 
worthy
1 2
English  has many expressive words 
and i t  i s  nice to use i t  when one 
i s  speaking about emotions
1 2
Blacks l ik e  to use English  when 
they are drink ing 1 2
I t  i s  e a s ie r  to write modem 
songs in  English 1 2
Blacks who use English  when 
they speak to other blacks are 
se ll-o u ts
1 2
Speaking Eng lish  to fellow  blacks 
i s  a sign  of showing off 1 2
Those who speak English  are more 
modern and c iv i l is e d 1 2
Those who speak English  are 
well o ff
1 2
Whites should learn Zulu so that 

















• Here ire  pictures of how people l ik e  you feel when 
55-58 they s Pe i  ^ Eng lish  in d iffe ren t s itua tion s.
1 The face at the top i s  of people 
who are very happy when they 
speak Eng lish ©
2 The next face i s  of people 
who are ju st  happy but not 
very happy when tney speak 
English ©
3 The next face i s  o f people who
are not happy but a lso  not unhappy -  
they are in  the middle when-they 
speak English ©
4 The next face i s  of people who 
are unhappy when they speak 
English ©
5 The la s t  face i s  of people who 
feel fru stra ted  and angry when 





Which face shows the way most people feel when they speak 
Eng lish  in  the fo llow ing s itu a tio n s:
to bosses at work 
to blacks regarded as educated 
at formal meetings 








t  I am going to read some words which people use when 
5 0 .7 7  they A sc rib e  language. I want you to  te l l  me which word in each p a ir of words describes Zulu b es t. You must not stop to  think very long but ju s t  te l l  me quickly which word describes Zulu b es t.
ZULU ZULU
59 1 contains knowledge -  contains l i t t l e  know­
ledge
2
60 1 powerful -  weak 2
61 2 lim ited words -  many words 1
62 2 long winded -  to the point 1
63 1 many po lite  words -  not many po lite  words 2
64 2 ind irect -  d irect 1
65 1 easy to express -  d if f ic u lt  to express 
emotions emotions
2
66 1 strong sounds -  gentle sounds 2
67 1 useful -  useless 2
68 2 unpleasant -  pleasant 1
69 1 confident -  not confident 2
70 2 does not sound - sounds important 
important
1
71 2 ugly - pretty 1
72 2 cold -  warm 1
73 1 makes one feel -  does not make one 
liberated feel liberated
2
74 1 modern - trad itiona l 2
75 2 contains l i t t l e  - contains wisdom 
wisdom
1
76 1 developed -  undeveloped 2
77 2 cannot describe -  can describe work 

























t  I am going to read the same ^ords to you and I want 




78 1 contains knowledge - contains l i t t l e  knowledge 2
79 1 powerful - weak 2
80 2 limited words - many words 1
81 2 long winded - to the point 1
82 1 many polite words - not many polite words 2
83 2 indirect - direct 1
84 1 easy to express - d ifficu lt to emotions express emotions 2
85 1 strong sounds - gentle sounds 2
86 1 useful - useless 2
87 2 unpleasant - pleasant 1
88 1 confident - not confident 2
89 2 does not sound - sounds important important 1
90 2 ugly - pretty 1
91 2 cold - warm 1
92 1 makes one feel - does not make one liberated feel liberated 2
93 1 modern - traditional 2
94 2 contains l i t t l e  - contains wisdom wisdom 1
95 1 developed - undeveloped 2
























• The fo llow ing  are some fee lin g s people l ik e  you have 
97  108 about the use of Zulu. Say whether you agree or 
uo disagree with each o f the statements.
97 Younger people in  townships make 
those who speak t rad it io n a l Zulu 
feel le s s  worthy
98 Those who can on ly speak trad itiona l 
Zulu are people with l i t t l e  or no 
education
99 B lacks who do not speak trad itiona l 
Zulu have been spo iled  by c it y  l i f e
100 B lacks who speak t rad it io n a l Zulu 
are trusted and respected
101 Those who speak a township Zulu show 
themselves to be modem and educated
102 Speaking t ra d it io n a l Zulu i s  a sign 
o f wisdom and knowledge of customs 
and values
103 Older people in  townships feel sorry 
fo r  those who cannot speak a pure 
form of Zulu
104 In  general, b lacks in  townships lik e  
to add a few words in  Eng lish  when 
they speak Zulu
105 People who are educated need not 
worry about try in g  to speak a pure, 
trad it io na l Zulu
106 Zulu i s  a language of the past, 
not of the future
107 Those who want blacks to speak the ir 
own' languages want to keep them 
backward
108 Zulu i s  the soul of the people and 





























109 In  Tanzania people debate about which language should 
become the o f f ic ia l  language. The fo llow ing are the 
major op in ions. With which one do you agree most?
1 In  an A frican  country an A frican  language should 
be the on ly o f f ic ia l language. That i s  why 
Sw ahili should be the only o f f ic ia l  language
2 No country can develop i f  i t  i s  cut o f f  from 
the re s t  of the world. Eng lish  should be the 
on ly o f f ic ia l  language
3 We need an A frican  language as the o f f ic ia l 
language but a lso  an international language. 
That i s  why both English  and Sw ahili should 
be recognised
110 In  Tanzania people a lso  debate about languages used in 
schools. With which of the fo llow ing opin ions do you 
agree most?
1 The on ly  language of in stru c t ion  in  schools 
should be English
2 Whatever th e ir  language background, a l l 
ch ildren  should go to the same school and get a 
f i r s t  c la s s  knowledge of Eng lish
3 People from d iffe ren t language groups should 
attend d iffe ren t schools in order to get the 
best re su lts
I l l  Who i s  respected most in township l i f e ?
' 1 those who speak a trad it io na l form of the ir 
language
2 those who speak a more modern form of th e ir  
language
3 those who speak English  and th e ir  mother tongue




• In  which o f the fo llow ing  s itu a t io n s  is  i t  ea s ie r
to speak Eng lish  rather than Zulu, and in which i s  i t  
112-123 e a sie r  to speak Zu lu .
1 English
2 Zulu













when s o c ia l i s in g  with young blacks
when asking fo r  advice from o lder blacks
when d iscu ss in g  p o l it ic s  with fe llow  blac
when ta lk in g  about k in sh ip  matters
at e lit e  meetings l ik e  parent-teacher 
meetings
when meeting strangers 
when ta lk in g  about re lig io n  
a t  mass meetings
when speaking to your wife/husband or 
g ir lfr iend/b oyfriend
when speaking to an educated black
when expressing fe e lin g s  and ideas




























• I would now lik e  to get some background information 
124-131
124 What job do you have' now, or i f  you are not working now, 
what job did you have before?
1 Professional ( i.e .  nurse, teacher, soc ia l worker, 
etc.)
2 Student (not school)
3 C le r ic a l,  Adm in istrative  and Sales
4 S k il le d  facto ry  ( i.e .  blue c o lla r )
5 U nsk illed  fac to ry  (labourer)
125 ( I f  respondent i s  unemployed, c ir c le  'cu rre n tly  unemployed'
1 employed
2 currently  unemployed











127 How old are you?
1 1 8 - 2 0  years
2 21 - 24 years
3 25 -  27 years
4 28 -  30 years
128 What standard of education have you completed and passed?
1 None
2 Substandards
3 Std. 1 - 5
4 Std. 6 - 7
5 Std. 8 - 9
6 Std. 10
7 Post-school t ra in in g
8 U niversity
129 What i s  your re lig io n / re lig io u s  denomination?
1 None
■ 2 Catholic
3 Protestant (Anglican, Methodist, Presbyterian, 
Lutheran
4 Dutch Reformed Church
5 Z ion ist



















Personal Development - Understanding of 'Sub-Cultures' 
Clerical Skills and Office Procedure 
Group Functioning
Self Assessment and Personal Growth
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.WORK ORIENTATION
1. WHAT IS  AN ORGANISATION?
HOW DO DIFFERENT ORGANISATIONS WORK?
-  E x p lo ra t io n  o f  a lt e r n a t iv e  o rg a n is a t io n a l s t r u c tu re s  and 
how these  are  c o n t ro lle d ;
-  What i s  a h ie ra rc h y ;
-  A n a ly s in g  a s e le c t io n  o f  o rg a n is a t io n s  and naming le v e ls  
w ith in  the o rg a n is a t io n a l h ie ra rc h y .
(T h is  component i s  supplemented hy a cou rse  on o rg a n is a t io n a l com m unication.)
2. WHO EMPLOYS YOU?
-D e s c r ip t io n  o f  p y b lic  and p r iv a te  se c to r;
-  A n a ly s is  o f  p u b lic  s e c to r  -  le v e ls  and s e rv ic e s ;
-  A n a ly s is  o f  p r iv a te  se c to r  -  goods and s e rv ic e s ;
-  E x e rc ise s  in  in fo rm ation  f in d in g .
(T h is  component i s  supplemented by a course  in  joh  se ek in g  s k i l l s . )
A P P E N D I X  4 (a)
3. HOW ARE JOBS CREATED?
-  D e sc r ip t io n  o f  the job  c y c le ;
-  A n a ly s is  o f  how income i s  spen t and how t h i s  c o n t r ib u te s  to  job 
c re a t io n  o r  maintenance;
-  B a s ic  d e s c r ip t io n  o f  a "s lum p " and a "h e a lth y  economy".
4. WORK EXPERIENCE
- One week in  a placement;
-  P re p a ra t io n  p r io r  to  and feedback s e s s io n s  a f t e r  the work experience  
period.
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5. WHY DO WE WORK?
Group d is c u s s io n  based on q u e st ion s  to  reach the range o f  rea son s 
f o r  work.
(T h is  i s  a p re p a ra t io n  fo r  p a rts  o f  the se lf-deve lopm ent co u rse .)
183
PERSONAL DEVELOPMENT -  UNDERSTANDING OF ‘SUB-CULTURES'
V is u a l  m a te r ia ls  and ca se  s tu d ie s  a re  used to  enab le  stu d e n ts  t o  id e n t i f y  
and an a ly se  pe rsona l a s  w e ll a s  o th e r  'c u l t u r a l ' re sponse s to  s o c ia l  
in t e ra c t io n s  and r e la t io n s h ip s ,  and to  p ro v id e  a b a s is  f o r  com parisons to  
be made between d if f e r e n t  s u b -c u ltu re s .
THEORETICAL INPUT
-  E x p la n a t io n  o f  the fo llo w in g  concepts
a s s im i la t io n
b i- c u lt u r a t io n
a c c u ltu ra t io n
p lu ra l ism
and t h e i r  re le va n ce  in  w ork and s o c ia l  co n te x ts  in  South A f r ic a .
-  P ro b le m -so lv in g  s t r a t e g y  ( i . e .  le a rn in g  model) f o r  the use in  case  
s tu d ie s .
A P P E N D IX  4  ( b )
PRACTICAL INPUT








themes a re  covered;
M a rr ia ge  and r e la t io n s h ip s
-  d iv i s io n  o f  power and r o le  r e la t io n s h ip s
-  d iv o rc e
Forms o f  a d d re ss  f o r  work and so c ta l in t e ra c t io n s  
E t iq u e tte
General d re ss  p a tte rn s
L e isu re  a c t i v i t i e s -  he h av io u r a t  re s ta u ra n ts
P e rsona l h yg ie n e
B lack  e ducat ion  -  com parisons w ith  o th e r  educat ion  system s.
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CLERICAL SKILLS AND OFFICE PROCEDURE
General Objective
To give trainees an opportunity to practice and upgrade the"hard' s k i l l s  they acquired.
APPENDIX 4 (c)
OBJECTIVES TASKS




• practicing speed and accuracy
BOOKKEEPING • to introduce a very basic course In 
bookkeeping
- to encourage trainees to open savings 
accounts and to Introduce them to Auto bank
- cash book, ledger, and journal 
accounts





- to introduce the proper techniques fo r 
answering c a lls  and message taking
-  to  give trainees opportunities to practice
• practical tra in in g  at CIC
-  practic ing techniques through 
role plays and pre-recorded tapes
-  2 days work experience In 
various organisations




-  to introduce trainees to computers
-  to  dispel the awe most trainees have 
o f computers
-  trainees shown computers at 
University of Natal and the 
Olympic Typewriter company
- exposure to the e lectric  
typewriter and word processor
-  playing computer games
BASIC OFFICE PRACTICES -  to introduce trainees to an .office- 
11 ke atmosphere
-  to give trainees an opportunity to carry 
out real and simulated o ffice  tasks
-  to give trainees a chance to use their 
own in it ia t iv e  in  handling problems
- trainees a ssisted In  the general 
running o f CIC
-  photocopying, co llating, sending 
out large postings
* trainees learnt a variety of 
routine office  work and errands
use of case studies and simulated 
events trainees practiced problem 
so lv ing techniques 
d iscussions on the use o f d iarie s, 
meeting procedures, minute taking 
and the assejnbling of a newsletter
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OBJECTIVES TASKS
F IL IN G  -  t o  In t r o d u c e  t r a in e e s  t o  d i f f e r e n t  f i l i n g
sy ste m s and m ethods and M ays o f  c a t e g o r i s i n g  
t h ro u g h  th e  C IC  R e so u rc e s  C e n tre
-  t r a in e e s  g iv e n  own f i l e s  t o  In d e x  
and keep c o p ie s  o f  t h e i r  re a d in g s ,  
h an d ou ts,  e x e r c is e s ,  e v a lu a t io n s  
and q u e s t io n n a ir e s
-  t r a in e e s  p r a c t ic e d  and p la ye d  
games and e x e r c is e s  In  f i l i n g  
c a rd s  and l e t t e r s
-  p r a c t ic e  u s in g  th e  te le p h on e  
d i r e c t o r y  and o t h e r  In fo rm a t io n  
m anua ls and r e so u rc e s
JOB KNOWLEDGE -  t o  c l a r i f y  t h e  e x p e c t a t io n s  o f  p r o s p e c t iv e  
em ployees and th e  em p lo ye rs 1n  th e  j o b -  
se e k in g  p ro c e s s
-  t o  d e ve lo p  s p e c i f i c  s k i l l s  f o r  J o b - s e e k in g  
i n  th e  com m ercial f i e l d
-  a n a ly s in g  jo b  a v a i l a b i l i t y  f o r  
m a t r ic u la n t s  In  th e  c o w m rc la l  f i e l d  
by a n a ly s in g  jo b  a d v e rts
-  a n a ly s in g  th e  s k i l l s  r e q u ire d  f o r  
s p e c i f i c  jo b s
-  a n a ly s in g  the  In d iv id u a l  a b i l i t i e s  
o f  t ra in e e s
-  m atch ing  p e rson a l a b i l i t i e s  and 
s k i l l s  t o  s p e c i f i c  jo b s
-  a n a ly s in g  l e t t e r s  o f  a p p l i c a t io n  In  
t e m s  o f  a p p ro p la te  In fo rm a t io n  
g iv e n ,  la n gu a ge  and c o r r e c t  fo rm at
-  p re p a r in g  a f i l e  and c u r r ic u lu m  v i t a e  
f o r  f i r s t  Job  in t e rv ie w
-  w r i t i n g  a l e t t e r  o f  a p p l i c a t io n  
m atch ing  a s p e c i f i c  jo b  a d v e rt
-  a n a ly s in g  v id e oe d  jo b  In t e r v ie w s  in  
te rm s o f  n on -ve rb a l b e h a v io u r  and 
i n t e r a c t iv e  conm un1cat1on s t r a t e g ie s
-  r o l e - p l a y in g  te le p h on e  and fa c e - t o -  
fa ce  In t e rv ie w s
- c o n d u c t in g  re a l  l i f e  te le p h on e  and 
fa c e - t o - f a c e  In t e r v ie w s  w h ich  were 
taped  and v id e oe d  and l a t e r  d is c u s s e d  
and e va lu a te d
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APPENDIX 4 (d) 
GROUP FUNCTIONING
THEORETICAL INPUT
-What i s  a group;
-What i s  the purpose  o f  a group;
-What needs do groups have;
-Who takes r e s p o n s ib i l i t y  f o r  m eeting these  needs; 
-How are these  needs met;
-What i s  shared  le a d e rsh ip  and how does i t  fu n c t io n .
SK IL L S  PRACTICE 
p roce ss
N on -ve rba l e x e rc ise
Problem  s o lv in g  e x c e rc is e s
In d iv id u a l r e f le c t io n s  e x e rc ise s
Experim enting  w ith  le a d e rsh ip  
fu n c t io n s
R e f le c t io n  and feedback 
S e t t in g  g o a ls  f o r  improvement
content 
"B roken Sq ua re s"
Case Study
On performance in  the p ro b le m -so lv in g  e x e rc ise s
P la n n in g  an event
(T h is  was run w ith  a v a r ie t y  o f  content is s u e s  as w e ll as emergent c o n f l ic t s  
in  the group d u r in g  the programme.)
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APPENDIX 4 (e)
SELF ASSESSMENT AND PERSONAL GROWTH
THEORETICAL INPUT
-  Why do we need to  know o u rse lv e s  b e tte r?
-  Why sh ou ld  we le a rn  to  a s se s s  o u rse lv e s ?
-  How do we ge t to  know more about o u rse lv e s ?
-  How do we le a rn  to  a s se s s  o u rse lv e s ?
EXERCISES
A range o f  e x e rc is e s  are  a v a i la b le  f o r  use in  response  to  needs expressed  
by s tu d e n ts  and in  response  to  emerging programme needs. The fo llo w in g  
a re  éxamples o f  content m ate ria l used:
"T h in g s  I  have in  common w ith  o th e r s "
"T h in g s  th a t  make me d if fe re n t  and s p e c ia l"
"A  p e r fe c t  day" -  p la n n in g  one f o r  o n e se lf  
" I  can make statem ents"
"P o s t e r  c o lla g e  -  How I  see m yse lf now and in  the  fu tu re "
“J o h a r i 's  window"
"Em ployer/Em ployee r e la t io n s "
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